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CHAPTER ONE - INTRODUCTION 
Why I Care 
         Bob works three part-time jobs.  His work hours vary throughout the year, and he rarely 
has work during the summer.  At least three times per year, Bob talks to his supervisors to try to 
negotiate additional work and ensure that the hours of each job do not conflict with the others.  His 
wife works a full-time job, and they juggle caring for a teenage son with special needs.  They also 
have two older children who are in college.  Bob used to work full time at a private, for-profit 
institution, but the campus closed.  His car is getting older and that causes tremendous stress since 
he needs to commute up to an hour each way for his jobs.  Bob has a master’s degree in biology 
and is an adjunct faculty member.  When Bob has a good year, he is able to teach four classes in 
the fall and spring and two classes in the summer.  During these good years, Bob makes $22,000 
before taxes among his three teaching jobs.  
         Julia has five young children, including four-year-old twins, and helps her husband with 
his new financial planning business.  Julia has a master’s degree in communications and left a full-
time job to raise her children and contribute to her husband’s business.  When Julia decided to 
look for an additional job, she thought it might be fun to teach college classes.  Now, Julia teaches 
four afternoons per week at a small university as an adjunct faculty member.  Because of the 
commute, she has to leave her home by 10:00 in the morning.  After her classes and office hours, 
she typically arrives back home at 6:00 in the evening.  Julia loves teaching but finds it difficult to 
manage grading and preparation when she is juggling five children and her husband’s business.  
         Daniel works in operations at a local manufacturing company.  He and his wife have three 
children in high school and college and recently adopted two preschool-age children from the 




interested in business.  He made an arrangement with his boss to work a couple of evenings each 
week so he can take time out of the week, two mornings per week, to teach a class at the university 
in town.  Because of his connections in the community, Daniel has brought numerous guest 
speakers in to talk to his classes about career opportunities.  Daniel has also helped several students 
obtain internships.  Daniel is an adjunct faculty member.  
         Bob, Julia, and Daniel are all based on real adjunct faculty members I have worked with 
over the past few years; however, names and identifying details have been changed.  They are 
extraordinary teachers and have made a tremendous difference for students.  Loyal adjunct faculty 
are an asset to institutions of higher education, and their experiences are deserving of additional 
attention and research.  
Problem Statement 
         The industry of higher education has grown increasingly dependent on adjunct faculty due 
to fluctuating enrollment, tight budgets, and the need for specific types of knowledge and 
experience (AFT Higher Education, 2010; Center for Community College Student Engagement, 
2014; Dolan, Hall, Karlsson, & Martinak, 2013; Lyons, 2007; Martin & Samels, 2015).  At the 
same time, higher education has been challenged to be more accountable and operate more 
efficiently both for accreditation and to be able to use federal financial aid (Martin & Samels, 
2015).  Adjunct faculty are a critical part of the success of higher education institutions despite 
their contingent employment status and lack of additional involvement at the institution (Center 
for Community College Student Engagement, 2014; Lyons, 2007; Othman, Mokhtar, & Asaad, 
2017).  
Research in a variety of industries, including education, indicates that employee loyalty is 




research in the area of adjunct faculty loyalty (Guillon & Cezanne, 2014; Hoyt, 2012).  Exploring 
the experiences of adjunct faculty as it relates to loyalty could lead to better success within higher 
education institutions.  
Research Questions 
         The purpose of this research study is to explore the following questions: 
1. How do adjunct faculty experience loyalty towards their institutions? 
○ How do adjunct faculty define the concept of loyalty? 
○ How do adjunct faculty describe the feeling of loyalty? 
○ What types of experiences contribute to the feeling of loyalty?  
○ How do feelings of loyalty develop and evolve over time? 
2. Are there common themes that emerge from the experiences of adjunct faculty who identify 
themselves as loyal or disloyal to their institutions?  
Significance 
         Higher education is a big business.  However, people working in higher education are 
people who bring unique talent and skills to the business: the business of educating students.  Bob, 
Julia, and Daniel are based on real people - real people who bring their unique talents and skills to 
educate students and make the world a better place.  Their value, and the value of all adjunct 
faculty, is often ignored in the busy atmosphere of higher education.  Administrators should take 
the opportunity to slow down and value their adjunct faculty.  Creating a culture of loyalty could 
make all the difference in improving the higher education system.  
Higher education is an ever-evolving system with increasing accountability (Martin & 




in an effort to improve the experience for students.  Given the increased use of adjunct faculty, this 
is an area that should be focused on for additional research.  A deeper understanding and 
appreciation of adjunct faculty loyalty will provide opportunities to improve the experience for 
adjunct faculty, which should subsequently improve the experience for students (Center for 
Community College Student Engagement, 2014).  This study will also improve the overall 
understanding of the adjunct faculty experience, which will open up additional research 
opportunities in the future.  
In this research study, I will create and apply a new qualitative methodology in an attempt 
to thoroughly answer my research questions.  This new method, Intuitive Empathic Exploration, 
was developed because conventional qualitative traditions did not effectively fit with the research 
questions.  This research study is also an opportunity to provide an example of how Intuitive 
Empathic Exploration could be used in qualitative research in the future.  
Assumptions of the Study 
         The following assumptions are being considered when planning for this research study: 
1. This study will focus on adjunct faculty who are only associated with their institution as 
adjunct faculty.  Since the goal is to look at the adjunct faculty/institution relationship, 
adjunct faculty who have other associations with the institution could have trouble focusing 
on their role as adjunct faculty.  I will be unable to confirm this definitively, but I am 
making the assumption that participants will be honest about their affiliation with their 
institution(s).  
2. This study will assume that the participants are being thoughtful, accurate, and open about 




3. This study will assume that increased loyalty is a concept that is considered valuable and 
beneficial to the adjunct faculty who participate.  
Limitations of the Study 
 The following limitations were present for this study: 
1. The sample size of 14 was relatively small, despite pulling participants from across the 
country, from a variety of backgrounds.   
2. While I included an assumption of having participants who are only affiliated with their 
institutions as an adjunct faculty, the lines of this assumption were blurry.  Based on self-
disclosure, each participant was affiliated with at least one institution as an adjunct faculty 
member only.  However, some of the participants had previous affiliations with other 
institutions in other roles.  While this was not the focus of the study, it did appear to 
influence the participants at times.   
3. Each participant participated in one interview using Zoom.  For some of the participants, 
we had minor technical issues that impacted the use of video or caused minor audio 
glitches.   
Researcher Identity 
I am currently employed in higher education, working at a small, private, non-profit, non-
union institution.  My title at the beginning of my work with this study was Director of 
Undergraduate Curriculum and Faculty Development.  At the conclusion of this study, my title is 
now Associate Dean of Academic Operations.  While I did not know any of my study participants 
and they do not work at or have any affiliation with my institution, I have worked with adjunct 




faculty, training faculty, scheduling classes, managing the academic budget, and advising students.  
I have also taught classes as part of my primary position or in addition to my primary position for 
the past thirteen years.  I love working with adjunct faculty.  Each one is different and has a story; 
some stories are inspiring, and others are sad.  My background and experiences are helping to 
guide my research interests, though I am making every effort to look at my data openly and 
objectively.  
Definitions of Terms 
Adjunct Faculty:  
Part-time instructional staff in higher education (Lyons, 2007).  
Institution of Higher Education (“Institution”):  
         An educational institution in any State that -- 
(1) admits as regular students only persons having a certificate of graduation from a school 
providing secondary education, or the recognized equivalent of such a certificate; 
(2) is legally authorized within such State to provide a program of education beyond secondary 
education; 
(3) provides an educational program for which the institution awards a bachelor's degree or 
provides not less than a two-year program that is acceptable for full credit toward such a degree; 
(4) is a public or other non-profit institution; and 
(5) is accredited by a nationally recognized accrediting agency or association, or if not so 
accredited, is an institution that has been granted pre-accreditation status by such an agency or 
association that has been recognized by the Secretary [of Education] for the granting of pre-




institution will meet the accreditation standards of such an agency or association within a 






CHAPTER TWO - REVIEW OF THE LITERATURE 
Introduction 
The concept of adjunct faculty loyalty is appealing for a number of reasons.  First of all, it 
is clear from professional experiences that adjunct faculty are critical to success in higher 
education, especially in private, non-profit institutions.  Adjunct faculty, like Bob, Julia, and 
Daniel, demonstrate a commitment to students on a daily basis, and student feedback confirms that 
adjunct faculty help with academic and career goals.  While many different aspects of the adjunct 
faculty experience could be considered for research, loyalty is an aspect that has not been 
extensively studied at this point.  In fact, organizational and employee loyalty, in general, is not as 
well defined as one might expect, despite an abundance of literature on the topic and related topics. 
This literature review will focus on three main topics.  First, I will review the extremely 
limited research that has previously been conducted in the area of adjunct faculty loyalty and 
closely related topics.  Then, I will look at literature related to the adjunct faculty experience, both 
from the perspective of the adjunct faculty and the higher education institution.  It is important to 
recognize how many adjunct faculty are working in higher education, especially when compared 
to full-time instructors and faculty.  Finally, I will describe the concept of employee and 
organizational loyalty along with personal and organizational factors related to loyalty.  There 
have been a number of explanations of loyalty in the literature, so I will look at a variety of 
definitions to try to explore the whole scope of the concept.  I will also include a few theories that 




Recent Research on Adjunct Faculty Loyalty 
When looking at research on the topic of adjunct faculty loyalty and closely related topics 
over the past ten years, there are only six dissertations and one other research study that are related 
to adjunct faculty and loyalty.  The majority of these are not focused on loyalty alone, but combine 
the topic with others, such as satisfaction.  
According to Hoyt (2012), while research has been done regarding full-time faculty and 
loyalty, none had been done regarding part-time faculty.  Hoyt looked at loyalty simply as the 
“intent to stay” (2012, p. 132).  Later in this literature review, I explore additional and more 
comprehensive descriptions of loyalty, which will better guide my own research.  Hoyt’s research 
looked at predictors for both job satisfaction and loyalty using a survey that collected quantitative 
data (2012).  One of the recent dissertations also focused on both job satisfaction and loyalty within 
Christian higher education and appeared to be directly related to the work previously completed 
by Hoyt (Couch, 2014).  This research study was quantitative and focused on factors that predicted 
both satisfaction and loyalty among adjunct faculty members in Christian higher education 
institutions (Couch, 2014).  
Two of the studies focus on the adjunct experience within the specific discipline of nursing 
(Himmelberg, 2011; Shannon, 2011).  The dissertation by Shannon (2011) is a qualitative study 
focusing on factors that influence online adjunct faculty members’ choice to teach for a specific 
institution.  While this research states it is related to loyalty, it is approached from a very different 
perspective than my own.  Himmelberg (2011) also studied faculty members in the area of nursing, 
but focused more on the general perceptions of newer faculty members.  This dissertation was also 
qualitative and looked broadly at topics related to loyalty, satisfaction, and retention of faculty 




Another dissertation examined the for-profit career college segment and looked more 
broadly at the adjunct experience within that type of institution (Pyram, 2016).  This qualitative 
study looked at a broad range of topics related to adjunct faculty, including working conditions, 
job satisfaction, student achievement, support for faculty, and recognition (Pyram, 2016).  Loyalty 
was mentioned throughout the study, specifically as it related to adjunct faculty’s loyalty to their 
students (Pyram, 2016).  
Another recent dissertation focused on satisfaction just among online adjunct faculty 
(Hensley, 2015).  This study asserted that satisfaction of adjunct faculty is linked to satisfaction of 
students, which is linked to institutional success (Hensley, 2015).  Using qualitative methodology, 
this interview study looked at general issues that relate to satisfaction of adjunct faculty.  Similar 
to other studies, this researcher included the concept of loyalty, even though it was not the focus 
of the study (Hensley, 2015).  
The final study considered just community college adjunct faculty from the perspective of 
institutional support (Colwell, 2011).  This study is unique from all of the others because it 
compared the perceptions of the adjunct faculty and administrators in community colleges using a 
quantitative approach (Colwell, 2011).  While adjunct faculty loyalty was not a focus of this 
research, it is discussed throughout the dissertation as an important factor for community colleges 
(Colwell, 2011).  
These examples of research used a variety of methods and attempted to answer different 
questions, all with some similarities to mine.  All of these earlier research studies provide context 
for my research, but it is important to further explore the topics of adjunct faculty and their 
experiences with loyalty.  In addition to what I am trying to accomplish, it is apparent that there 





Put simply, adjunct faculty are part-time instructors in colleges and universities (Lyons, 
2007).  There are many terms used within institutions and in the literature to describe this large, 
diverse group of people.  Some of the more common terms include contingent faculty, adjunct 
instructors, and adjunct professors (Lyons, 2007).  Contrary to their low pay and lack of benefits, 
adjunct faculty bring a great deal of value to the institutions by having specialized knowledge and 
industry experience (Center for Community College Student Engagement, 2014; Wallin, 2005).  
Adjunct faculty are also useful in accommodating student and class needs when there are dramatic 
or unexpected enrollment changes and limited budgets (Charlier & Williams, 2011; Coalition on 
the Academic Workforce, 2012). 
Statistics about adjunct faculty. 
It has been estimated that there are over 600,000 adjunct faculty in the United States 
(Lyons, 2007).  At community and technical colleges, approximately two-thirds of classes are 
taught by adjunct faculty (Wallin, 2005).  While it is typical to discuss and describe all adjunct 
faculty as if they belong to one homogeneous group, adjunct faculty can be separated into different 
groups based on characteristics, backgrounds, and motivation. 
The majority of adjunct faculty have multiple jobs.  Only about one-third of adjunct faculty 
have just one teaching job.  The others have two or more jobs - either multiple teaching jobs or 
additional jobs that are not related to teaching (AFT Higher Education, 2010).  According to Lyons 
(2007) and Kezar & Maxey (2016), adjunct faculty generally fit into one of the following 
categories: 
1. “Specialists, experts, professionals” This category of adjunct faculty includes people who 




often motivated to give back and share their knowledge and experiences with students.  
While adjunct faculty in this category rarely have a background in education, they are able 
to bring practical and relevant knowledge into the classroom.  
2. “Freelancers” Freelance adjunct faculty includes people who are working several part-
time jobs by choice, including teaching.  This group includes consultants and stay-at-home 
parents.  Adjunct faculty in this category may or may not have relevant professional 
experience to share with students. 
3. “Career enders” This group of adjunct faculty are teaching as a semi-retirement job.  They 
often have an extensive career background and a lot of experience to share with students. 
4. “Aspiring academics” Adjunct faculty in this group are those attempting to pursue a 
career in academics.  As they work to obtain a full-time faculty position, they work as 
adjunct faculty members in an attempt to gain experience and to try to get an advantage 
when a full-time position becomes available. 
The groups listed above are not inclusive of all scenarios, but they do indicate the wide 
variety of backgrounds and motivations for people working as adjunct faculty.  The Center for 
Community College Student Engagement (2014) adds to the groups by including graduate students 
and other staff or administrators who teach.  One survey suggests that over half of adjunct faculty 
members (57%) are working as adjuncts because they enjoy teaching, and compensation is not a 
major factor for them (AFT Higher Education, 2010).  This group of adjunct faculty is often 
working another full-time job or may be semi-retired.  The others are teaching either because of 
the income/benefits or with the hope of it turning into a full-time position (AFT Higher Education, 
2010).  Satisfaction is directly linked to the reasons for teaching as an adjunct faculty member.  




working conditions than those who are working to try to obtain a full-time position (AFT Higher 
Education, 2010). 
Higher education has evolved over recent decades.  In all types of institutions, there is an 
increasing reliance on adjunct faculty (Coalition on the Academic Workforce, 2012; Curtis, 2014).  
From 1976 to 2011, the percentage of total instructional staff who were classified as part-time 
went from 25.1% to 41.5% (Curtis, 2014).  Similarly, the same report showed the percentage of 
faculty who were classified as part-time increased from 31.4% to 51.4% over the same time period 
(Curtis, 2014).  There was considerable variation depending on the type of institution, but part-
time faculty made up the largest percentage of total instructional staff in every institution category.  
The lowest was 32.9% at doctoral and research institutions, and the highest was 72.8% at for-profit 
institutions.  Public associate’s institutions were just behind for-profit institutions at 70.3% (Curtis, 
2014).  
Some states have attempted to regulate the use of part-time or adjunct faculty.  For example, 
Maryland has a regulation that at least half of the credits delivered must be taught by full-time 
faculty (as cited in Dolan, Hall, Karlsson, & Martinak, 2013).  In the California Community 
College System, adjunct faculty are not able to teach more than two-thirds of all classes at one 
campus (Karpf, 2015). 
Working conditions and support of adjunct faculty. 
     Since adjunct faculty are part-time employees, the working conditions vary and are usually 
significantly different from full-time faculty and other full-time employees in higher education 
(Coalition on the Academic Workforce, 2012).  Generally, adjunct faculty are paid based on the 
courses they teach.  The national median compensation for a three-credit course was just $2,700 




each semester, and adjunct faculty may find that they do not have any work during some semesters.  
Conversely, some adjunct faculty have nearly the same course load as full-time faculty or 
instructors without full-time compensation or benefits (Coalition on the Academic Workforce, 
2012; Dolan, Hall, Karlsson, & Martinak, 2013).  In addition, they may have to teach courses at 
nontraditional times or locations, which can lead to isolation within the institution’s community 
(Lyons, 2007).  While adjunct faculty are able to accept or decline each course offered, they often 
find they need to accept what has been offered because not doing so could result in fewer courses 
to teach in the future. 
     Class assignments can take place very close to the start of each semester, giving adjunct 
faculty very little time to prepare for teaching (Center for Community College Student 
Engagement, 2014; Lyons, 2007; Dolan, Hall, Karlsson, & Martinak, 2013).  In addition, classes 
can be added or canceled at the last minute, resulting in additional instability.  Adjunct faculty are 
often assigned courses that may have lower enrollment, so it is more likely that their classes will 
be canceled than for full-time faculty, or they may find their classes are given to full-time faculty 
at the last minute when the full-time faculty member’s class has been canceled. 
     Training and ongoing support for adjunct faculty can be robust or very limited (Center for 
Community College Student Engagement, 2014; Coalition on the Academic Workforce, 2012).  
Some colleges and universities have established training programs to help onboard new adjunct 
faculty, which could include teaching “certifications” to ensure they are prepared to teach.  Other 
colleges and universities hire new adjunct faculty and provide little or no access to training and 
support.  This variation is due to a number of factors, including the size of the institution and other 




where training programs are in place, but new adjunct faculty are unable to participate due to 
conflicts with other commitments (Dolan, Hall, Karlsson, & Martinak, 2013). 
     Adjunct faculty also do not have access to the same resources as others in higher education.  
While shared office or work space may be available, adjunct faculty rarely have private offices or 
space to leave their belongings or meet with students (Center for Community College Student 
Engagement, 2014; Dolan, Hall, Karlsson, & Martinak, 2013).  It is also typical for adjunct faculty 
to have to use their personal computers for their teaching. 
     Communication with adjunct faculty varies considerably.  There has been an increased 
focus in higher education to involve adjunct faculty, but there are challenges with trying to do this.  
Due to the nature of adjunct faculty work, adjunct faculty are not always available or interested in 
being part of other activities on campus.  Some adjunct faculty are interested, but it is still a 
challenge to include them in committees or other meetings. 
Employee Loyalty 
The concept of employee loyalty has been discussed in the literature for years.  There is 
not one agreed-upon definition at this point, and the existing definitions vary significantly with 
some common themes.  Employee loyalty is often studied in combination with concepts such as 
commitment, retention, engagement, and satisfaction.  While all of these concepts are related, it is 
important to identify a unique description of employee loyalty. 
Coughlan (2005) suggests the following description of loyalty: “Loyalty is reflected in 
behavior that can be tied to an implicit promise, voluntarily made by an individual operating in a 
community of interdependent others, to adhere to universalizable moral principles in pursuit of 
individual and collective goals” (p. 46).  He goes on to suggest that loyalty is based on three things:  




(Coughlan, 2005).   Another definition describes loyalty as “whether or not employees are 
committed and assume personal responsibility for their work, and whether or not they feel inclined 
to look for another job” (Eskildsen & Nussler, 2000, p. 582).   In one study about employee loyalty 
during downsizing, loyalty was defined as “active behaviors that demonstrate pride in and support 
for the organization” (Niehoff, Moorman, Blakely, & Fuller, 2001, p. 96).  A simpler definition 
describes loyalty as “affection for and attachment to the organization; a sense of belongingness 
manifesting as ‘a wish to stay’” (Cook & Wall, 1980, p. 40).  Even more simply, Hirschman, who 
developed a theory regarding loyalty, described loyalty as “a ‘special attachment’ to the 
organization” (Cusack, 2009, p. 21). 
     In a critical review, Guillon and Cezanne (2014) discuss loyalty in terms of both attitude 
and behavior.  From the attitudinal perspective, loyalty can be described as a feeling of attachment 
or commitment to an organization.  From the behavioral perspective, loyalty can be seen as a 
reaction to dissatisfaction.  Rather than react more negatively, employees who react to 
dissatisfaction with loyalty tend to shift their behavior in constructive ways and may even appear 
to be tolerating the dissatisfaction (Guillon & Cezanne, 2014).  Other definitions of loyalty in this 
critical review include “significant length of service in the company, very little tendency to seek 
or examine outside job offers and, generally, a strong sense of belonging,” and “a feeling of 
belonging combined with staying in the organization over the long term” (Guillon & Cezanne, 
2014, p. 841).  A final, summarized definition was, “Employee loyalty can be seen as an attitudinal 
inclination toward identification, attachment, commitment, or trust vis-a-vis the organization, 





     The various definitions and descriptions of organizational or employee loyalty can be seen 
quite differently, but a few general themes emerge.  First, loyalty is an intrinsic feeling towards an 
organization.  Second, loyalty includes longevity with the organization or a desire to stay long-
term.  Finally, employees who are loyal exhibit a variety of behaviors consistent with their feelings 
towards the organization. 
Importance of loyalty. 
     According to Reichheld (1996), “Employees who are not loyal are unlikely to build an 
inventory of customers who are” (p. 91).  While there are many aspects of organizational culture 
that can be considered, loyalty is certainly one that is important to success.  In an article about 
Hirschman’s Theory regarding loyalty, Cusack (2009) states, “Loyalty is the sustaining wind that 
keeps an organization afloat and on course” (p. 20).  Just like with sailing, there are a number of 
important factors in organizations that contribute to a successful journey.  Loyalty, like the wind, 
is essential and could possibly go unnoticed when there are so many other important factors.  
Cusack also states that “No business can survive without loyal customers and loyal employees” 
(2009, p. 21).  Coughlan concludes that loyalty is critical to organizations because it influences 
morality, and loyal employees are more likely to make ethical decisions for the organization 
(2005).  It is important to include the fact that employee loyalty is not the same as employee 
retention.  There are employees in all industries who stayed with an organization for a long time, 
but who do not produce value associated with loyalty (Reichheld, 1996). 
Organizational factors. 
Organizational and leadership factors should be considered when looking at employee 




without accurate, reliable information” (p. 149).  Communication is a key element in ensuring both 
trust and loyalty within an organization.  However, communication must be effective, not just 
abundant.  In order for this to happen, relationships are critical, and organizations need to focus 
extensively on strengthening relationships throughout and include all stakeholders (Reichheld, 
2001).  Similarly, the perception that an employee has a voice in the decision-making process in 
an organization can strengthen employee loyalty (Watson & Shepard, 2000).  
While it seems obvious that compensation could impact employee loyalty, the research is 
mixed on that.  In fact, one study in Italy with over 200 organizations and over 2,000 employees 
found there is no relationship between wages and employee loyalty (Borzaga & Tortia, 2006).  
However, Couch (2014) found that compensation is a factor that could help predict loyalty, along 
with a number of other factors.  There are a number of things organizations can do that help 
promote loyalty and reward loyal employees.  For example, having high expectations, offering 
additional training, and increased autonomy can help encourage loyalty (Linz, Good, and Busch, 
2015).  Similarly, another study also found that training practices and socialization within work 
groups impact employee loyalty (Coughlan, 2005).  Coughlan (2005) also suggests that loyalty is 
more likely in communities with integrity and trustworthiness.  Research has also found that non-
profit organizations are more likely to have loyal employees than other types of organizations 
(Borzaga & Tortia, 2006). 
 Personal factors. 
In looking at employee loyalty, it is interesting to consider if certain people or types of 
people are more likely to be loyal.  It is also interesting to see if there are common characteristics 




be associated with employee loyalty, including higher levels of self-efficacy, self-confidence, and 
cognitive moral development (2005).  
In one study, it was found that loyal employees tended to “self-report high performance, 
have seniority, hold supervisory positions, and have not recently experienced unemployment” 
(Linz, Good, & Busch, 2015, p. 183).  Loyalty also tended to be higher with employees who were 
married and worked in health care or education (Linz, Good, & Busch, 2015).  It did not appear as 
though there were any significant generational differences in loyalty (Linz, Good, & Busch, 2015). 
 Part-time employee loyalty. 
     Part-time employees have often been ignored in organizational studies and have even been 
referred to as “missing persons” (Jacobsen, 2000; Tansky, Gallagher, & Wetzel, 1997).  There has 
been some research done regarding part-time employees and loyalty or related concepts.  In a study 
on commitment and loyalty among part-time workers, Jacobson (2000) found that many part-time 
workers would work more if given the chance, and the level of commitment and loyalty was related 
to the time spent working (to differentiate between employees who work very few hours per week 
versus those who work closer to full time). 
Theories Related to Loyalty 
         While loyalty has been discussed throughout the literature, there are not any theories that 
are consistently applied to the concept of loyalty.  I have, however, found several different theories 
that are or could be related to loyalty.  None of these theories seem to apply closely to my research 





         When thinking about adjunct faculty loyalty, it is important to view higher education 
institutions from the perspective of systems theory. A systems approach is an operational concept 
referring to a scientific, systematic, and rational procedure for optimizing outcomes of an 
organization or structure by implementing a set of related operations to study an existing system, 
solve problems, and develop new or modify existing systems (Richey, Klein, & Tracey, 2011, p. 
17).  
When using systems thinking as it applies to the culture of an organization, the 
stakeholders, results, and related activities or actions can all be considered (Pershing, 2006).   It is 
important to analyze the parts of the system - both the larger system and the smaller subsystems.  
Improvement opportunities can include changing relationships between parts in the system or 
creating new parts and relationships (Richey, Klein, & Tracey, 2011).  
Herzberg two-factor theory and positive psychology. 
     Herzberg’s theory of employee satisfaction, known as Two-Factor Theory or Motivation-
Hygiene Theory, and more recent developments in Positive Psychology are related to concepts of 
employee loyalty.  Herzberg proposed that satisfaction and dissatisfaction among employees are 
not direct opposites (Herzberg, 1968; Sachau, 2007).  For example, things such as “fair pay, good 
interpersonal relations, fair policies, and pleasant working conditions do not appear to provide 
much satisfaction, but they do prevent dissatisfaction” (Sachau, 2007, p. 380).  On the other hand, 
job satisfaction was related to things such as “achievement, recognition, interesting work, 
increased responsibility, advancement, and/or learning” Sachau, 2007, p. 379).  While this research 
is not directly related to loyalty, satisfaction and loyalty are often studied together, so this research 




     When combining Herzberg’s work with Positive Psychology, additional insight into 
employee satisfaction can be identified.  Intrinsic motivation is strongly linked to satisfaction, 
which includes activities that provide a mental challenge, job enrichment, and employee 
engagement (Sachau, 2007).  This research is also consistent with what others have found 
regarding financial rewards.  While fair pay is important to prevent dissatisfaction, compensation 
alone does not account for employee satisfaction (Sachau, 2007). 
Organizational commitment. 
Organizational commitment is a concept that relates to how people connect with and their 
level of involvement in an organization.  Organizational commitment is based on three factors:  
believing in and sharing the organization’s values and goals, a willingness to go above and beyond 
for the organization, and interest in remaining connected to the organization (Allen & Meyer, 
1990; Fiorito, Bozeman, Young, & Meurs, 2007).  There are a couple of different ways to look at 
organizational commitment.  One is an attitudinal perspective, or the way people think about their 
relationship with the organization.  This can also be considered their mindset about the 
organization (Allen & Meyer, 1990).  The behavior perspective is more about behaviors people 
exhibit as it relates to their commitment to the organization.  Researchers look at the behaviors and 
the conditions under which the behaviors are repeated (Allen & Meyer, 1990).   
The three-component model of organizational commitment identifies a number of factors 
that impact an individual’s commitment to an organization.  Some of these factors include personal 
characteristics, behaviors exhibited at work, work experiences, socialization, and organizational 
investments (Allen & Meyer, 1990).  This model is not specific to any particular industry, but it 





 Within organizations, contracts are a regular part of business.  Contracts are created for 
employment with temporary employees, with suppliers, and in many other situations.  There is an 
interesting concept of psychological contracts that has to do with the mental model of a contract 
and how it is created (Roussou, 1995).  Psychological contracts are created based on the 
combination of two sets of factors.  First, there are messages, social cues, and the setting within an 
organization.  This is combined with how the individual interprets and constructs meaning based 
on this information (Roussou, 1995).  It appears as though these psychological contracts could 
create expectations for what may happen in the future with the employment.   
Give and take. 
 Grant (2013) has been doing some interesting research regarding how people interact with 
others professionally.  He is specifically looking at givers, those who help others based on how 
one can help others despite any personal costs, and takers, those who tend to help others more 
strategically and focus on the benefit to themselves (Grant, 2013).  He also considers those he 
refers to as matchers, those who balance between giving and taking (Grant, 2013).  In the case of 
matchers, people tend to look at reciprocity in their interactions with others (Grant, 2013).  While 
each of these three styles is unique, most people do experience all three types as they progress in 
their career or as they move between different situations and jobs (Grant, 2013).   
Maslow’s hierarchy of needs. 
     Maslow’s hierarchy of needs is one of the more well-known theories in psychology, and it 
can be applied to education, organizational behavior, and many other disciplines.  Maslow’s theory 




social/relationship needs, esteem/self-worth needs, and self-actualization/growth needs (Stum, 
2001).  It is important to recognize that, while the hierarchy of needs is presented as a triangle, it 
is not necessary or realistic to assume each lower level of need to be satisfied at 100% to move up 
to the next level (O’Connor & Yballe, 2007). 
Research conducted in an effort to understand and improve employee commitment and 
retention resulted in a variation of Maslow’s original theory.  The first of five levels of workplace 
commitment is safety/security, which includes both physical and psychological safety (Stum, 
2001).  The second level is rewards, which includes compensation and benefits.  This research is 
consistent with others in stating that compensation alone is not a motivator, but it is an important 
foundation on which commitment can develop (Stum, 2001).  Similar to the original theory, the 
third piece of this model is affiliation, which is based on relationships and includes 
communication, involvement, and a sense of belonging (Stum, 2001).  The fourth level in this 
model is growth, which includes opportunities to “change, learn, and have new experiences on the 
job,” which is consistent with what Herzberg proposed in the Motivation-Hygiene Theory (Stum, 
2001, p. 7).  The final level is work-life balance, which is seen as very important for commitment 
and retention (Stum, 2001).  Since each level in this model is important, organizations should make 
an effort to meet employee expectations at each level.  However, meeting a higher-level need while 
a lower-level need is not met will not be successful in developing workplace commitment (Stum, 
2001). 
Hirschman’s theory: exit, voice, and loyalty. 
     In 1970, Albert Hirschman proposed two different ways that employees respond to 
performance challenges in organizations - exit and voice - and how the presence of loyalty 




refers to loyalty as a “special attachment to an organization” (p. 77).  Hirschman’s work can be 
applied to how people react to dissatisfaction with an organization or product.  From the 
perspective of employees at an organization, when dissatisfied, Hirschman proposed that people 
either exit the organization, communicate their dissatisfaction, or tolerate the situation (Hoffman, 
2006).  When loyalty exists, it was found that employees were much less likely to exit the 
organization and, instead, actively engage to try to improve the situation (Cusack, 2009; 
Hirschman, 2007; Hoffman, 2006).  There are also times when employees choose to stay and 
tolerate the situation but, due to a lack of loyalty, disengage and do not speak up to improve the 
situation (Cusack, 2009).  
Conclusion 
The business of higher education is critical to our society.  The literature demonstrates an 
increased use of adjunct faculty across all types of institutions.  There are a lot of stories about 
adjunct faculty - adjunct faculty like Julia, Daniel, and Bob.  Most of these stories remain hidden, 
but additional research can help change this.  The review of the literature demonstrates a gap in 
research regarding adjunct faculty loyalty.  Looking at this topic is one way to provide more insight 
into the experience of adjunct faculty.  It has been demonstrated, in a variety of industries, that 
employee loyalty can be a factor in customer loyalty and organizational success.  It has not been 
studied extensively enough to say that increased adjunct faculty loyalty will increase student 
loyalty and the success of higher education institutions.  However, by looking at all of the research, 
this is a likely conclusion.  It is my hope that this research study will be a solid next step in 






CHAPTER THREE - METHODOLOGY 
Introduction 
Qualitative methodologies focus on exploration and the way people construct meaning in 
their experiences (Creswell, 2013; Merriam, 2009).  In this research study, I am interested in the 
experiences of adjunct faculty as they relate to loyalty.  One way to consider experiences is through 
exploration, and these research questions are closely aligned with qualitative methodologies.  
In this dissertation, I am proposing a new methodology that draws, in part, from the 
concepts of empathy, phenomenology, in-depth interviewing, and intuitive inquiry.  I developed 
this new methodology upon realizing that existing methods did not fit the research questions and 
intent of my study.  Instead of trying to adapt my research to fit a method, or pick a method that 
did not quite work, I created a new methodology that does work and could be used for other 
research opportunities in the future.  
In this chapter, I will start by introducing Intuitive Empathic Exploration.  Then I will 
explain why Intuitive Empathic Exploration is appropriate for my research. Finally, I will describe 
the specific plans I used for implementing this methodology in my dissertation.  Since Intuitive 
Empathic Exploration is a new methodology, my research will provide an opportunity to explore 
and further define the methodology.  
Foundations of Intuitive Empathic Exploration 
Empathy. 
         Empathy is frequently used in research and practice in a variety of disciplines, including 




qualitative research (Adams, 2010; Brinkmann & Kvale, 2015).  Typically, empathy is 
conceptualized as “the experience of understanding another person’s thoughts, feelings, and 
condition from their point of view, rather than from your own” (Psychology Today, n.d, para. 1).  
To expand on this, I am also considering the perspective that empathy is “a chance to be completely 
other than that which you usually are and in so doing, to discover so many other things about life 
and about living” (Kolawole, 2016, 0:22).  This perspective comes from the discipline of human-
centered design, but it can be applied to research as a way to uniquely consider the perspective of 
the participants and their experiences in the world.  Similarly, in medicine, empathy is seen as the 
“adequate understanding of the inner processes of the patient concerning his health-related 
problems” (Gelhaus, 2012, p. 103).  
In Intuitive Empathic Exploration, the researcher sees their entire process, from reviewing 
the literature, to forming research questions, to developing the data collection strategy, to 
interviewing or otherwise interacting with participants, to analyzing data, through the concept of 
empathy.  This happens by the researcher thinking through the entire process from the perspective 
of the group of people being researched.  Part of this, which is included as a guiding principle of 
this method, is based on the idea that empathy or an empathic researcher could impact change.  
This concept has been researched extensively in the psychotherapy field, as summarized by 
Watson, Steckley, and McMullen (2014).  While this research does not indicate that the positive 
results could translate to qualitative research, the existing research is compelling and is being 






Phenomenology, as a method, is described as the lived experience of a concept (Creswell, 
2013).  Without looking deeper, this appears to be a good description of the methodology I am 
using for this study.  I am interested in the experience of loyalty in adjunct faculty.  However, 
when looking in more depth at phenomenology, it is important to realize that it is guided by a 
strong philosophical focus, which deviates from the perspective I am taking (Creswell, 2013).  
Several other, similar studies claim to be phenomenologies, but they are not developed from a 
philosophical perspective.  As a result, I would consider them to be based on a qualitative method 
with similarities to phenomenology.  In Intuitive Empathic Exploration, the researcher is interested 
in the way the participants experience something coming from the perspective of empathy. 
Intuitive inquiry. 
Intuitive inquiry is an iterative, qualitative practice that incorporates pre-understanding and 
intuition into research (Wertz et al, 2011).  This is a relatively new process created by Rosemarie 
Anderson, who has experience in spirituality, philosophy, and psychology.  While this background 
is quite different from my own, this method is quite compelling and has some similarities to 
Intuitive Empathic Exploration.  
Some aspects of intuitive inquiry are closely aligned with the type of methodology I am 
creating.  For example, intuitive inquiry researchers write in their own voice with compassion, and 
the written research report should invoke sympathy in the reader (Anderson, 2004).  In Intuitive 
Empathic Exploration, the researcher works through the entire research process from the 
perspective of empathy, which is related to Anderson’s perspective.  In addition, Intuitive 
Empathic Exploration is written from a more personal perspective.  Intuitive inquiry combines 




to be compelling, manageable, clear, focused, concrete, researchable, and promising (Anderson, 
2004).  “As a method, intuitive inquiry seeks to both describe what is and envision new possibilities 
for the future through an in-depth, reflective process of interpretation” (Anderson, 2004, p. 307).  
However, there are also aspects of intuitive inquiry that do not fit what I am trying to 
accomplish with my new methodology.  Intuitive inquiry can be closely linked to spirituality 
(Anderson, 2004).  The intuitive inquiry researcher is often very close to the topic, so much so that 
the researcher may have experienced similar things as the participants, and the researcher may also 
be a participant (Anderson, 2004).  For example, a researcher may be interested in studying the 
healing process from a traumatic experience that the researcher also experienced.  This researcher 
may consider himself a participant and study his own healing process along with those of his other 
participants.  With Intuitive Empathic Exploration, it is important for the researcher to have 
empathy for the participants, but this method is not intended to be used for researchers who will 
also function as participants.   
In-depth interviewing. 
While interview research can be approached from a flexible, unstructured perspective, 
using an interviewing methodology can help promote an organized, quality outcome.  This 
interviewing methodology is being considered when developing Intuitive Empathic Exploration.  
The interview approach described by Brinkmann and Kvale (2015) contains seven distinct stages 
in the process:  thematizing, designing, interviewing, transcribing, analyzing, verifying, and 
reporting.  While this approach is fairly intuitive, it is helpful to review to ensure an organized 
approach.  
         The first stage of interview inquiry, thematizing, is identifying the purpose and clarifying 




design is planned, taking into account both the knowledge and any moral/ethical implications.  
During the third stage, the actual interviews are conducted.  Once the interviews are complete, 
transcripts are created in preparation for analysis.  Transcription can be done while additional 
interviews are conducted, as this is not an exact linear process.  Next, the data is analyzed using 
an appropriate method for the topic and purpose of the study.  Once the data is analyzed, or during 
the analysis phase, the researcher should make an attempt to verify the findings.  This verification 
can include checking understanding with the participants or looking back at the literature for 
confirmation.  Finally, the interview results can be reported along with the methods (Brinkmann 
& Kvale, 2015).   
Intuitive Empathic Exploration often uses some of the interviewing strategies described 
above.  The data analysis phase is usually done by identifying themes.  Complete transcripts are 
not always necessary; with Intuitive Empathic Exploration, the transcription process can be guided 
by what works best for the researcher.  While interviewing is not the only data collection strategy 
used in Intuitive Empathic Exploration, it is the primary strategy.  
Intuitive Empathic Exploration Guiding Principles 
The following characteristics (broadly) describe this method: 
1. The researcher is interested in a distinct group of people (sharing culture, experience, or 
characteristic).  
2. The researcher wants to understand the experience of this group.  The experience could be 
related to their culture, a shared characteristic, or how they experience something specific 




3. The researcher thinks through the entire research process with empathy.  As a result, 
research tends to be written from a more personal perspective than is common for other 
research reports.  
4. Researcher intuition is an important aspect of the process.  While the research is still guided 
by the research questions and existing literature, the researcher is encouraged to use 
personal experience and intuition to guide research decisions.  
5. The researcher relates to and reacts to the participants intuitively from the perspective of 
empathy.  Researcher interactions could include interviews, focus groups, or other semi-
structured data collection techniques.  The researcher does need to have a planned approach 
that allows for flexibility and adjustments throughout the process. 
6. The research goal/outcome is to thoroughly understand the experience of a distinct group 
of people using thematic analysis.  This thematic analysis can describe the experience, 
along with external factors that influence the group’s experience.  
7. A secondary goal of the process is to leave the participants with the experience of feeling 
empowered.  This, along with the researcher’s empathic approach, could lead participants 
to act on this in a way that improves their experience going forward. 
Why Intuitive Empathic Exploration? 
         When considering my dissertation research questions, existing methodologies did not fit 
for what I was trying to accomplish.  However, Intuitive Empathic Exploration is developed to 
perfectly address my research questions, while still remaining consistent with existing qualitative 
traditions and providing an opportunity to use it for other research.  Going into this project, I have 




variety of capacities, for thirteen years.  I am going into this project with an open mind to learn 
something new, but am also aware of the experiences and intuition I bring to my research. 
         Similar to intuitive inquiry, I am bringing a great deal of caring and compassion for my 
research topic and participants.  I have worked in higher education, and with adjunct faculty, for 
over a decade.  I have witnessed incredible loyalty from adjunct faculty and have also seen the 
hardship they often go through.  In part, many adjunct faculty have shared with me that they feel 
invisible in higher education when, in fact, they have so much they can contribute beyond teaching 
their classes.  I have seen the enormous difference they make for students, and I would like to use 
this research opportunity to improve my own understanding, which could lead to improvements in 
my own work with adjunct faculty and the work of others who read my research.  Additionally, 
and just as important, I am interested in using empathy to empower the participants.  
Participants 
I used purposeful sampling to attempt to recruit fifteen to twenty participants who work as 
adjunct faculty, with the goal of achieving representativeness among the participants (Creswell, 
2013; Maxwell, 2013).  According to Brinkmann and Kvale (2015), interview studies tend to have 
around 15 participants (+/-10).  Given the large population of adjunct faculty, I wanted to ensure 
I had a fairly large, but still manageable, group of participants for my research. My strategies for 
recruiting included contacts I have at other colleges and universities through my personal network 
and the network of my colleagues, graduate classmates, and friends.  I have a large network, so I 
started by recruiting participants through my own contacts.  I also had some participants who were 
recruited through referrals from other participants.  While recruiting, I asked some preliminary 
questions as a means to ensure variety in my sample.  These questions were designed to make sure 




teaching subjects.  However, it is important to note that this variation does not allow me to draw 
conclusions based on different participant demographics.  In addition, I did not have any defined 
quotas for certain characteristics.  Since I am not interested in trying to draw conclusions based on 
characteristics, a specific distribution is not going to help.  
I did not recruit any participants who I know or who work at my university.  I also 
attempted to recruit participants who were unlikely to work at my university, either because of 
their location or credentials.  I also asked that each participant is only affiliated with their 
institution as an adjunct faculty member.  I did not interview graduate students who teach or 
staff/administrators who also teach.  It was important for each participant not to have these 
additional affiliations that could influence their experiences or perspectives on adjunct faculty 
loyalty.  I did expect that some participants would have experience teaching at multiple 
institutions, and most did have this experience.  This influenced the data I collected, but it gave 
me the opportunity to hear additional stories and collect richer data.   
Recruiting Plan 
         My plan to recruit participants was to start by using my network to connect me with their 
networks at other institutions.  While it was important that I did not recruit participants who I know 
personally, this strategy was able to connect me with adjunct faculty who know people in my 
network.  My network was also able to connect me with full-time faculty or administrators at other 
institutions who then connected me with their adjunct faculty.  I did attempt to recruit participants 
by reaching out to administrators at a number of institutions around the country by consulting 
higher education institution websites and other higher education online directories.  While I did 
hear back from a few people, this was generally an unsuccessful attempt at recruiting participants.  




already survey their faculty extensively and were not interested in asking them to participate in 
other research.  As anticipated, I was most successful using the networks of my personal contacts. 
         I used email to connect with people who could share my request with their network of 
adjunct faculty members.  I asked them not to connect me with the adjunct faculty members, but 
instead, to ask the adjunct faculty to contact me directly.  When adjunct faculty members contacted 
me expressing interest, I then sent them an information sheet that indicated implied consent by 
proceeding to schedule an interview.  I asked for adjunct faculty to contact me directly to attempt 
to ensure they were genuinely willing to participate rather than trying to do a favor to our mutual 
connections.  I did have a few people who reached out whom I was not able to actually use as 
participants.  For one person, she expressed interest and then never replied to schedule an 
interview.  Another individual expressed interest but was unable to find time in his schedule to 
complete an interview.  A third individual expressed interest but shared concern over the interview 
length and did not reply to schedule an interview.   
Challenges 
         While it was important to establish a realistic plan, it was also a good idea to think about 
alternatives and managing challenges throughout the process.  There were a number of things that 
could have impacted my research plan.  One of the biggest potential challenges was the possibility 
that I would not be able to recruit successfully enough qualified participants.  I thought I may also 
find that some participants would end up dropping out or deciding not to complete the entire 
interview.  There was also the possibility that I may run into technical issues and miss collecting 
some of my data.  All of these challenges were considered when determining the number of 
participants I intended to recruit.  I initially said I would plan to recruit 15 to 20 participants.  




so it was not a problem if a few dropped out or if I ended up with technology challenges (as long 
as that was not widespread).  Before beginning my research, I determined that I would consider it 
a success as long as I had complete data from a minimum of 12 participants though more would 
certainly be ideal.  In the end, I was able to conduct a complete interview with 14 participants.   
Data Collection Methods 
         I started collecting data when I recruited the participants.  I asked interested participants 
some basic demographic and general experience questions (See Appendix A).  This is information 
I was interested in collecting, but I also collected it as part of my purposeful sampling strategy.  I 
wanted to make sure the participants had a broad range of backgrounds to try to ensure as much 
diversity in my sample as possible.  In an attempt to obtain a complete understanding of each 
participant’s experiences, I conducted an in-depth, semi-structured interview using an online 
videoconferencing service (see Appendix B).  I initially expected that the interviews would take 
approximately 60 to 90 minutes.  The interviews were all recorded. 
At the beginning of the interview, I provided a little bit of information about the structure 
of the interview and answered any questions they had.  I also reiterated that they could skip 
questions, if they wished, or stop the interview at any time.  In addition, I requested that they not 
name the institutions where they teach as another layer of confidentiality.  Most of the participants 
did not ask any questions, though a few asked about my background or asked questions about my 
doctoral program at Wayne State University.  Most of the people who asked questions regarding 
my doctoral program were either also in a doctoral program or had very recently completed a 
doctorate.   
The first interview question asked the participant to describe their own educational and 




of the participant, along with giving the participant an opportunity to get comfortable talking to 
me.  This question also helped me begin to learn the participant’s motivations and priorities.  The 
information I learned helped to guide my intuition to ask follow-up questions to my other questions 
later in the interview.  Next, depending on how much information they already provided, I asked 
additional questions regarding their decision to work as an adjunct faculty member and about the 
institution(s) where they work.  To protect the adjunct faculty members’ confidentiality, I 
specifically requested that they not share the name of the institution(s) where they work currently 
or where they have worked in the past.  I asked the participants about their experiences of being 
loyal or disloyal to their institutions.  I then asked follow-up questions to try to completely 
understand how their feelings have evolved and what contributed to their feelings.  
There is tremendous variation in the literature regarding the definition of loyalty.  I initially 
considered sharing a working definition based on my literature review.  However, I was more 
interested in how adjunct faculty consider the experience of loyalty.  It was my hope that I would 
be able to use their answers along with the literature to obtain a description of loyalty for adjunct 
faculty that can be applied in research going forward.   
While the plan was to ask the questions in the order they are listed, I was open to change 
the order, as needed, in an effort to obtain as much meaningful data as possible.  In Intuitive 
Empathic Exploration, it is important to plan, but it is also important to leave room for flexibility.  
In addition, I wanted the participants to have a positive experience in the interview process so that 
could have required me to ask questions in a different order and possibly also lead to me ask a 
variety of appropriate follow-up questions.  It was important to ask all of my questions, if possible, 
but I would not compromise depth to ask each question if it did not work out that way.  I had a 




participants.  In practice, I generally did ask the questions in order, though I did occasionally go 
back to earlier questions, as needed, to further explore the concepts.  In addition, the majority of 
the interviews lasted approximately 60 minutes with some shorter or slightly longer.   
Interview Protocol Development 
         Through the process of planning for this research study, I reviewed several other 
dissertations and research studies.  While I did not find an interview protocol that fit my study, I 
did use the knowledge gained from reviewing other researchers’ work in an attempt to create a 
good protocol (Himmelberg, 2011; Shannon, 2011).  I also consulted with other researchers and 
academics to get their perspectives on my interview protocol.  The order of the questions was 
intentional.  I started with background-type questions and then moved into more specific, 
thoughtful questions.  Since empathy is a primary focus in Intuitive Empathic Exploration, some 
of my questions are empathy based, for example, by asking the participants to tell a story 
(IDEO.org, 2015). 
         I presented several theories related to loyalty in my review of the literature.  While these 
theories do not directly address my questions regarding adjunct faculty loyalty, I kept them all in 
mind when creating my interview protocol.  From the perspective of systems theory, I asked 
participants some general questions to try to get a sense of the system in which they work at their 
institutions.  I anticipated the information I learned would help put loyalty in the context of a 
system.  I would also likely learn how the system works to support adjunct faculty.  This 
understanding of the organizational environment could also align with Maslow’s hierarchy of 
needs.  Additionally, I expected to learn how adjunct faculty respond to organizational challenges, 




Interview Protocol Test 
 Upon receiving approval from the Institutional Review Board, I conducted an informal 
practice interview with a friend who would have met my participant qualifications.  I would have 
been unable to use him as an official participant, but I did request that I try my protocol with him 
to ensure that timing was realistic and that he understood the wording of my questions.  I used 
videoconferencing software and recorded the interview to replicate an actual interview setting.  I 
also shared my preliminary information and offered to answer any questions.  This test interview 
lasted approximately 45 minutes, not including the preliminary information and our follow up 
conversation.  This was unsurprising since this person had not had much experience as an adjunct 
faculty member.  Upon completion, I asked this friend to share any thoughts he had regarding my 
protocol and subsequently felt that I could proceed with my interview protocol as I had it 
developed.   
Data Analysis 
I analyzed these data in an attempt to identify patterns and themes that help to better 
understand the adjunct faculty experience as it relates to loyalty.  I also wanted to make sure to 
notice unique and unexpected experiences from the participants.  Ultimately, I wanted to be able 
to understand the wide range of experiences of adjunct faculty, primarily as they relate to loyalty 
to their institutions.  If possible, I hoped to discover opportunities or ideas that improve the 
experience of adjunct faculty in higher education.  
I began by compiling a table of basic information about each participant (identified by a 
pseudonym).  This table included demographics along with basic information about their adjunct 




allowed for a more open-ended way to evaluate these data (Saldana, 2016).  I was most interested 
in trying to identify patterns and themes that could provide some insight into the overall experience 
of the participants (Brinkmann & Kvale, 2015).  Since Intuitive Empathic Exploration is focused 
on the data more holistically, I did not plan to have the interviews transcribed in their entirety.  
Instead, I intended to review each interview in its entirety, taking detailed notes (leaving out any 
identifiable information).  When partial transcription needed to be done, I did all transcription 
myself.  
While it is important to keep an open mind about potential results, I will be focusing on 
several broad themes.  I want to look at the backgrounds and motivations of adjunct faculty.  I am 
interested in seeing which faculty identify as loyal to their institution and how loyalty 
evolves/emerges.  I will also see how adjunct faculty understand and describe the concept of 
loyalty.  Considering the wide range of definitions found in the literature, I will be interested in 
seeing if a new definition emerges from my research or if my findings are consistent with a 
definition that already exists.  I am also interested in seeing how the structures, systems, and 
initiatives at institutions impact (or do not impact) loyalty in adjunct faculty.  When looking at 
each general theme, I will see how my findings are consistent with or dissimilar to the theories 
presented in my literature review.  
Conclusion 
         Throughout this dissertation, I will explore a new qualitative research methodology, 
Intuitive Empathic Exploration, to consider the topic of adjunct faculty loyalty.  Since this is a new 
methodology, in addition to conducting research on adjunct faculty loyalty, this study will provide 
an opportunity to explore the new methodology.  As a result, it is expected that the method will 




used in Intuitive Empathic Exploration.  It is important to have a plan and a process, but it is also 







CHAPTER FOUR - FINDINGS 
Introduction 
 In this chapter, I will share the findings of my research.  I will begin by sharing stories 
about each of the participants.  These stories are intended to provide an overview of each 
participant, a few details about their backgrounds, and aspects of their experiences as adjunct 
faculty members.  Next, I will provide some overall information regarding the participants in 
general.  After that, I will discuss what I learned about loyalty from the perspective of these adjunct 
faculty members.  I will then discuss the themes I identified as they relate to adjunct faculty 
members and their experiences of being loyal, disloyal, or neither.  Finally, I will share some 
results using Intuitive Empathic Exploration in conducting this research.   
Participant Stories 
Julianne. 
 Julianne was the first participant I interviewed.  Julianne shared a lot about her background.  
She has multiple graduate degrees and worked for many years outside of education.  She had 
opportunities to teach while she was working on one of her graduate degrees and found that she 
loved it.  Julianne now works as a consultant for an educational company and works as an adjunct 
instructor.  She is currently teaching for five different schools, mostly online.  One thing Julianne 
likes is that she can accept or decline different classes and they are typically short-term 
commitments.  Julianne enjoys traveling and is able to work vacations into her schedule.  She did 
point out the downside to contract work.  She does have to sacrifice pay when taking a break, 




location for a time while continuing to teach.  Overall, Julianne shared that the flexibility is worth 
the sacrifices.   
Alice. 
 Alice worked in corporate jobs throughout a big part of her career.  She decided to get out 
of corporate America and move into an area where she could make more of a difference - higher 
education.  It was a difficult move, financially, but she loved learning and the environment of 
higher education.  Alice spent some time teaching in higher education but also spent some time in 
higher education administration.  She is now a “full-time” adjunct faculty member and contractor.  
Alice shared that she started her education as an adult and has now completed a doctorate.  She is 
nearing retirement and plans to continue teaching as long as she can in retirement.  Alice has taught 
both face-to-face and online.  She expressed an incredible passion for connecting with her students.  
She reiterated multiple times that she loves teaching and her students.  While she has attempted to 
get a full-time position, she has not been able to do this.  On average, she generally teaches at four 
institutions at a time.   
Marta. 
 Marta started her career in business, and then education became a second career for her.  
She loves technology and has always enjoyed integrating technology both in business and in 
education.  Marta has a doctorate and has worked as an adjunct faculty member for about five 
years.  She teaches online for one institution.  Marta feels that continuing to teach is a good extra 
source of income, but she mostly teaches because she absolutely loves it.  She emphasized how 
much she loves communicating and working with students online, especially one-on-one.  She 




all of the other responsibilities as a professor (full-time faculty member).  She likes to focus on 
teaching and her students without having meetings, committees, and research.   
Lilly. 
Lilly is an example of an adjunct faculty member who has been trying for years to obtain 
a full-time faculty position.  Lilly has taught at over ten different institutions and has taught a 
variety of modalities.  Lilly loves teaching but expressed frustration and disappointment with not 
being able to obtain a full-time position.  Lilly shared stories about applying for full-time positions, 
not being chosen, and then finding out later that the selected candidate was not kept in the position, 
though she does not know why that happened.  She shared that she has gone above and beyond 
over and over again (her example of being loyal), but it has not resulted in anything in return.  Lilly 
shared some of the little things that make such a huge difference in her loyalty as an adjunct faculty 
member.  Her list included things such as being invited to participate in meetings and committees, 
having birthdays acknowledged, and having office space.   
Brenda. 
 Brenda has a master’s degree and is getting ready to begin a doctorate.  She currently works 
as an adjunct faculty member and is hoping for a full-time opportunity because she loves teaching.  
However, for now, she does have a full-time job within the government.  She does have past 
experience working at another university in another role.  She shared that she “got the bug for 
teaching” when she worked at a university before.  Brenda enthusiastically described her love for 





Lois has a background in K12 education and currently has her own consulting business 
within the field of education.  Lois became an adjunct faculty member after being approached by 
someone she knows at a university.  She has only worked as an adjunct faculty member for a 
couple of semesters; her adjunct faculty role is fairly narrow, and she works to mentor students at 
specific parts of their programs.  She started working as an adjunct faculty member when her 
consulting business was not as busy, and she felt it was a good opportunity to support the 
profession of K12 education.  She emphatically shared that her loyalty is not to the institution, but 
she feels loyalty to her students and is passionate about improving the field of education.  She 
shared that she feels a responsibility to help prepare students to teach because people helped her 
on her journey, so this is her way of giving back. 
Wendy. 
 Similar to some of my other participants, Wendy started by sharing that she was a 
nontraditional college student.  She has a master’s degree and works in the mental health field.  
Wendy works a full-time job in her field and is in a supervisory role.  As a result, she spends a bit 
of time hiring new employees within her organization.  She is really interested in helping people 
in her field, which is part of her motivation for teaching.  Wendy first became an adjunct faculty 
member when a school she previously attended reached out to her to ask her to teach.  She had 
maintained relationships with people in the program, so when they reached out to her, she was 
interested in contributing to the success of both the program and the graduates of the program.  
Since then, she started teaching for another institution.  Wendy values and enjoys the relationships 
she has with her students, and she loves teaching and working with her students, specifically in a 





 John has a master’s degree in a field in the social sciences.  He shared that he is married 
with two children.  He was initially planning to teach in K12 after completing his education.  
Instead, after completing his master’s degree, he started working as an adjunct faculty member.  
He was under the impression that he would be starting as an adjunct faculty member with the plan 
that he was on a path to full-time employment.  He felt that it was implied that he was going to be 
under a probationary period and would then evolve into a full-time position.  After many years, 
things did not change, so he began teaching as an adjunct faculty member at a second institution.  
He feels that he will likely remain an adjunct faculty member forever.  He said he used to feel that 
things would change, but they have not.  John says he enjoys teaching and balancing the teaching 
work with his responsibilities with his family at home.  John also shared that part of the appeal of 
teaching, even as an adjunct faculty member, was to be able to tell people that he is a college 
professor.   
Charlene. 
 Charlene has a background in a variety of industries and took an opportunity to start 
teaching as an adjunct faculty member at a small, private school.  Given her unique training and 
skill set, she was able to do this with just an undergraduate degree.  After having that opportunity, 
she obtained a master’s degree.  She then began teaching as an adjunct faculty member at another 
school.  She mentioned that, in both situations, she felt it was implied that the jobs may lead to a 
full-time position but “that never happens.”  She has now taught for a total of three different 
schools, all of which are quite different from one another.  She shared that one of the schools 
expects way too much out of adjunct faculty members.  She shared feeling taken advantage of at 





 Mark is an older gentleman with a background teaching high school and working within 
his religion.  He is now mostly retired but does some teaching at a local university.  Interestingly, 
Mark had his first experience teaching higher education decades ago.  He teaches classes face-to-
face only but uses technology, as needed, to supplement his teaching.  He shared how he has 
learned to record lectures to provide to his students, as needed.  Mark’s kindness and care for his 
students was abundantly clear throughout the entire interview.  Mark teaches classes that are not 
directly related to his students’ careers.  He wants his students to understand that their careers are 
not their whole lives, and he tries to teach in a way that helps them recognize this distinction.  He 
shared his interest in his students’ lives and his wish for them to have a well-rounded educational 
experience.   
Christy. 
 Christy had a really interesting path to becoming an adjunct faculty member.  She started 
teaching as a sabbatical replacement for a year, and she absolutely loved it.  She had intended to 
take a different career path since she had just completed a master’s degree, but the teaching 
experience changed her plan.  That motivated her to start a doctorate.  She shared a story about 
having three children during her doctoral program.  After completing her doctorate, she taught as 
an adjunct faculty member, which worked really well as a balance with raising her children.  In 
addition to teaching, Christy has worked in some other jobs in her field and had some research 





 Lisa is primarily a stay-at-home mom who teaches at just one institution.  She said the 
schedule is ideal because it allows her to do something she loves and earn a little extra money 
while still being there for her kids.  Lisa loves the people at her institution.  She feels they are all 
working towards the same goal of helping students be successful.  She has taught at this school for 
about eight years.  Lisa is now starting to consider her future teaching because she feels like she 
needs to be earning more money now (her kids are getting more expensive).  It is clear that Lisa 
would like to continue teaching, but she shared that she may need to find additional teaching work 
or she may need to pursue something different to provide better support towards her family.   
Tracy. 
 Tracy has so much passion for her students and teaching.  Tracy decided to teach because 
of the influence of some of her previous professors.  She wanted to be like them and influence her 
students the way she was influenced in the past.  Near the beginning of the interview, Tracy shared 
that she has tried to obtain full-time teaching positions several times.  While she really wanted 
those jobs, she said it was okay to just be an adjunct instructor.  She recognized that the full-time 
jobs would come with many other responsibilities, commitments, and “extra crap.”  Tracy went 
on to tell me some detailed stories about extra initiatives she started at one of the schools where 
she teaches.  She felt the program she created added so much value for the students and community.  
However, she does not always feel she gets that much support from her colleagues or the school’s 
administration.  As our conversation progressed, it was abundantly clear that Tracy is facing 
tremendous sadness about this, which also connects with the lack of opportunity for full-time work.  
Tracy shared that teaching is the greatest thing she has ever done but it is starting to wear on her 




her teaching or her students.  If it gets to that point, she said she will then need to stop teaching.  
She was very clear that her quality as an instructor is a priority, and she will not compromise that.   
Will. 
 Will has worked in the automotive field for a number of years.  However, he has always 
been interested in teaching.  He has a master’s degree and obtained it with a primary motivation 
to be able to teach.  He spent a lot of time trying to find a job teaching but struggled due to his lack 
of teaching experience.  After some time, he obtained a job teaching for a 100% online institution.  
He has only been teaching for a few semesters and really enjoys it.  He has been able to teach a 
number of different classes and has had the chance to even train some new faculty.  He joked that 
it was similar teaching undergraduate students and the faculty.  He has tried to obtain other adjunct 
faculty jobs but has not had much success.  He is unsure of why he cannot find other teaching jobs.  
He has continued to work full-time in the automotive field while teaching online.   
Participant Information 
 I interviewed a total of fourteen participants in this study.  The participants were located 
across the United States.  While I did not ask for or attempt to record specific locations, to maintain 
confidentiality, the participants were located in three different time zones and at least six different 
states across the country.  The interviews took place between October 2018 and April 2019.  The 
participants were between the ages of 35 and 70.  Two were in their 30s, two were in their 40s, 7 
were in their 50s, two in their 60s, and one participant was 70.  I interviewed three men and eleven 
women.  When recruiting participants, I did not plan any particular age and gender distribution.  I 
did notice that more women contacted me expressing interest.  When I observed this, I did not 




difference between the number of men and women could be considered a limitation and have an 
impact on the results.  I also considered that there may be significantly more women than men who 
work as adjunct faculty members.  However, this is likely not the case based on research done by 
the Coalition on the Academic Workforce (2012) and AFT Higher Education (2010) who reported 
approximately that 62% and 48% (respectively) women make up the adjunct or part-time faculty 
population.  Since the data obtained in these two reports is still quite different, I am unable to 
identify what the actual distribution is between men and women teaching as adjunct faculty 
members but it is unlikely to be as skewed as my data reflects.   
 The participants represented a diverse adjunct faculty experience.  Four of the participants 
were relatively new to working as adjunct faculty members (less than two years experience) while 
the other ten had worked as adjunct faculty members for much longer.  Four of the participants 
had experience with just one institution and the other ten had experience with two or more 
institutions.  While the participants were explicitly requested not to share their institution names 
in the interviews, many did so when contacting me to express interest in participating.  As a result, 
I do not believe that any more than two of the participants taught at the same institution.  Even in 
the cases where I was aware of two participants teaching at the same institution, one or both 
participants also teach or have taught at other institutions.  In addition, the participants had 
experience with different types of institutions, including larger state universities, smaller private 
colleges, technical colleges, community colleges, and for-profit. online colleges.  Many of the 
participants had experience teaching both online and face-to-face while others only have 
experience in one modality.  Some of the participants had taught graduate classes, but the majority 
have only taught undergraduate students.  Several of the participants have also taught high school 




 The participants had a variety of educational experiences themselves.  Five of the 
participants have earned doctorates (JD, PhD, and EdD), and the other nine all have at least a 
master’s degree.  Some had multiple master’s degrees, and at least one identified that they were 
working on a doctorate.  Their disciplines included a wide range of topics, including science, 
business, communications, and humanities areas.  For purposes of confidentiality, I am not sharing 
specific subjects since that does not appear to have an impact on the information shared during the 
interviews.  I asked the participants to share approximately how many total classes they had taught.  
Most of the participants were only able to give an approximate answer to this question, so I am 
unsure on the accuracy.  Their answers ranged from six to approximately 400.  Four of the 
participants had taught between six and ten classes.  Six of my participants had taught between ten 
and approximately 100 classes (some of these responses were estimates).  The other four 
participants all provided estimated answers ranging between 150 and 400.   
 The participants all have unique stories about what they are currently doing in addition to 
teaching as adjunct faculty members.  Two of the participants are primarily stay-at-home parents 
and teach as adjunct faculty members.  One is semi-retired and sees teaching as a way to stay active 
and give back.  Two of the participants have full-time jobs and teach as evening and weekend jobs.  
The majority of the participants, however, are in positions of piecing together multiple jobs.  Some 
of these people explicitly shared that they needed to have multiple jobs to earn enough money.  
Some of them are teaching for multiple institutions.  Others have different part-time or temporary 
jobs; consulting and other contract work related to education was most common.  Some of the 
participants expressed the desire to have a full-time position in teaching at a higher education 





Findings Related to Research Questions 
Question 1:  How do adjunct faculty experience loyalty towards their institutions? 
○ How do adjunct faculty define the concept of loyalty? 
○ How do adjunct faculty describe the feeling of loyalty? 
○ What types of experiences contribute to the feeling of loyalty?  
○ How do feelings of loyalty develop and evolve over time? 
Several of the participants were hesitant to claim loyalty towards an institution.  A couple 
refused to use the word loyalty at all, in any way, as it relates to their experience as adjunct faculty 
members.  Some suggested loyalty was linked to the institutions where they previously attended 
as students.  Others had loyalty to the institutions that gave them a chance as new faculty members 
when they felt they were unprepared or otherwise unqualified to teach.  However, for most of these 
participants, they did not describe much or any loyalty to the institution(s) where they teach. 
Even when participants described a lack of loyalty to the institution, we explored what 
loyalty could look like for them.  For some of the participants, loyalty to the institution meant 
meeting the requirements and doing a good job in their roles as adjuncts.  For others, loyalty was 
equal to going above and beyond.  In some cases, this “above and beyond” included taking on 
extra work without additional pay.  For example, committee work, course development work, 
training, or other project work was asked of the participants.  They felt that if they agreed to help 
with these projects, they were loyal and doing extra work for the greater good of the institution 
and, ultimately, the students.  Interestingly, even when participants described a lack of loyalty to 
the institution, they also shared stories about doing things such as those described above.  Nearly 
all of the participants shared stories about going above and beyond what was included in their 




A number of the participants reflected on the concept that loyalty is or should be a two-
way street.  They felt that loyalty was expected of them (as adjuncts, by the institutions) but the 
institutions had no loyalty to them.  For example, one participant said, “They don’t have any 
loyalty to us.  They want us to be completely, 100% loyal.”  Another participant shared that 
“adjunct teaching almost by definition requires almost no loyalty on either side.”  This participant 
went on to say (later in the interview), “There must be loyalty on both sides for it to be healthy.  
Healthy relationships require both sides.”  Interestingly, even when participants described a lack 
of loyalty to the institutions, they also shared stories about doing things consistent with their 
descriptions of being loyal.   
This experience evolved for some of the participants over time.  For example, one of the 
participants explained that he was loyal until he felt it was not reciprocated.  He continued to teach 
and had no bad feelings about the institution, but the sense of loyalty had definitely changed.  A 
number of other participants shared similar experiences.  They appeared to think the loyalty was 
naturally there for them, as adjunct faculty members, until they recognized the apparent lack of 
loyalty from the institutions.  Depending on the situation, the loyalty may have lessened slightly 
or gone away completely.  However, loyalty appeared to be a natural, “initial” feeling for many of 
the participants.   
When I asked one participant about an experience where he felt loyal, he responded with 
“loyal, that is an interesting phrase.”  He went on to share many positive examples about his 
experiences at his institution.  He appeared to be content, comfortable, and have good feelings 
about his institution, students, and his experience there.  Upon follow up, he responded by saying, 
“How would I know I am loyal?  Other than a vague feeling.”  He then shared many other positive 




others.  At that point, he followed up with the concept of loyalty by explaining, similar to what 
several other participants shared, that the institutions have no loyalty to their adjunct faculty, and 
it should go both ways.   
Question 2:  Are there common themes that emerge from the experiences of adjunct 
faculty who identify themselves as loyal or disloyal to their institutions?  
 Themes were identified based on a consistent pattern from multiple participants.  While I 
did not create a definitive threshold for identifying something as a theme, each of the four themes 
occurred in the conversations with at least six of the fourteen participants.  Two of the four themes 
occurred in conversations with all fourteen participants.   
Theme 1:  Loyalty as connection and sense of belonging. 
Every single participant discussed the value of connections and relationships in their 
adjunct faculty experiences.  They all shared about a relationship with their supervisors, other 
adjunct faculty, and other staff and faculty.  These connections were one of the most important 
things for most participants, and several discussed loyalty to a person at the institution - frequently 
a dean, department head, or other administrator for a program.  These relationships were a huge 
driver for the participants to continue to teach, even when other factors may not be overly positive.   
Many participants referenced how important it was for them to feel connected and have 
opportunities to contribute in ways other than only teaching.  I had participants discuss being 
involved in committees and developing courses.  They shared that they had a lot to contribute and 
wanted to have the opportunity to do so.  Those who did not have these types of connections 
expressed an interest in wanting them.  Most participants suggested an interest in being useful, 




Theme 2:  Loyalty to students. 
Each and every participant was enthusiastic about their loyalty or connection or love for 
their students.  The participants strongly suggested that they care deeply about their students and 
love the experience of teaching and connecting with students.  Some participants even referenced 
teaching as being a highlight of their career or their life.  For example, one participant said, 
“Teaching has been the greatest thing I have ever done…  Teaching, I love it.  It is the best thing 
I have ever done.”  Her comments were full of emotion reflecting how incredibly deep these 
feelings are.   
This loyalty to students also extended to having a deep level of care and concern for their 
students’ experiences with the institutions.  A couple of the participants have had experiences with 
institutions with accreditation issues or other issues that reflect not treating students appropriately 
(for example, taking advantage of students or possibly misusing financial aid funding).  The 
participants shared that they were not teaching for these institutions any longer because of their 
own ethics and care about the students.  While it does not appear as though they did anything 
further about bad situations (though I did not specifically go down that path of questions), the 
participants made it very clear that they needed to trust the ethics of the institutions for which they 
were teaching.   
This interest in the student experience also extended to the way institutions managed 
faculty.  One participant shared about an experience teaching for a school where their teaching 
was micromanaged to an extent that they were actually not able to really teach.  They were 
monitored for activities like frequency of log ins, posts on discussion forums, and other activities.  
Both ensuring all of the standards were met and tracking the activities was extremely tedious and 




really engage with and teach the students.  This participant shared that this institution paid 
extremely well compared to any other experience.  However, the expectations and lack of ability 
to actually teach well led her to leave that position, despite the higher compensation.  She reflected 
that while the better pay was nice, she was unable to teach well in that environment.   
A couple of the participants did reference liking being called “professor” even without a 
doctorate.  They admitted that their egos liked the positions even if they were “only” adjuncts.  
One also reflected on enjoying having “control” of a classroom and enjoying the environment of 
being able to lead classes.  Many participants shared a positive feeling about sharing their 
knowledge and experience with students.  They felt strongly about the future success of their 
students, both in school and in their lives beyond school.   
Theme 3:  Loyalty to profession or discipline. 
Several of the participants discussed an interesting concept about feeling loyal to their 
profession or their discipline.  Two of the participants (in different fields) discussed an interest in 
preparing students to be successful future employees in their fields.  This interest came from an 
interest in being able to hopefully hire better employees or an interest in continuing a profession 
that they feel very passionate about.  Both of these participants shared very specific details about 
how they work to teach their students about the profession and teach them both the knowledge and 
skills they need to be successful.   
Other participants shared their passion for and loyalty to their disciplines and how 
important it was to share that with their students.  Three different participants expressed gratitude 
for their institutions for offering their disciplines to the students, especially when the classes were 
not directly related to the majors or programs.  The participants felt strongly about their classes 




with their students.  Some participants were especially happy to teach classes that were electives, 
which meant a number of their students were also interested in the classes.   
Theme 4:  What adjunct faculty want - surprise - is not more money (though that matters, 
too). 
 While most of the participants expressed an interest in more money, their stories very 
clearly reflected that money is not the most important thing.  Several said that as long as the pay 
is competitive or “good enough”, it does not really matter.  Another said that compensation should 
be “appropriate” but distinguished that it should not be as much as what full-time faculty make.  
One participant reflected on the pay for adjunct teaching, given a situation where the money was 
not an important factor for her personal situation.  She shared a feeling of guilt about continuing 
to teach.  She said, “I feel like I am propping up an immoral system by continuing to accept this 
job.”  She went on to share that she understands how important the money is for other adjunct 
faculty.  She felt that her willingness to teach for the pay was hurting others who were struggling 
financially.   
 Many of the participants said it is important for the institution to demonstrate that they 
value, respect, and appreciate their faculty.  This can be done in a number of ways, and many 
emphasized (again) that it is not about the money.  They shared that there are other ways to show 
this respect and appreciation, including other financial incentives (benefits, stipends for 
participation), training and development opportunities, being included in meetings, committees, 
and decision-making processes, or recognition of birthdays, anniversaries, and holidays.  A couple 
of the participants commented on how their institutions recognized birthdays, anniversaries, and 
holidays for “regular” employees and faculty but not for adjunct faculty.  They shared that it could 




employment.  While there is a cost to these types of initiatives, the participants emphasized that it 
is not about the money.   
 One of the participants also suggested a pathway for adjunct faculty that would allow them 
to have their professional development “count” towards their development as an adjunct faculty 
member.  There could also be professional development and training available for adjunct faculty, 
and this, combined with teaching, could allow longer-term adjunct faculty to earn some sort of 
credential or recognition.  This could be linked to a small increase in compensation, but the 
participants suggested that the training opportunities, support, and recognition are actually the 
more important parts.   
 For the majority of the participants, the community, connections, relationships, and sense 
of belonging appeared to be the most important things for them.  The participants suggested that 
these connections led to both a sense of loyalty and also to their satisfaction in the job.   
 The participants also discussed how important it was to have a good experience with their 
students.  They did not seem to care about having academically strong students but rather an 
enjoyment with the students and working with them.  The personal connections with students made 
a huge difference in the happiness and loyalty experienced by the participants.  These personal 
connections were discussed both with face-to-face classes and online teaching.  In fact, the 
participants who teach exclusively online expressed even more about the personal connections 
with students than those who taught in a classroom.   
 In addition, a number of the participants expressed the importance of having the necessary 
knowledge and resources to help their students.  This included being able to support students with 
their academic experiences and having the knowledge to either answer questions or know where 




“only an adjunct,” which led to being out of the loop, which could have been considered a 
disservice to their students.   
Methodology Findings - Using Intuitive Empathic Exploration 
 Developing a methodology to use for this dissertation was a critical key for me to focus 
and align my research based on my research questions.  Upon developing and describing Intuitive 
Empathic Exploration, I had a clear and consistent framework to use in my interactions with both 
the participants and later with my data.  Before each interview, I took some time to briefly review 
and position myself in the concepts of Intuitive Empathic Exploration.  I did the same thing in 
advance of and while reviewing my data.  Since my interviews were all recorded (audio and video), 
I was able to listen to and watch these interviews a number of times.  At times, I just listened and 
absorbed the data.  I was able to listen to and think about my data through the framework of 
Intuitive Empathic Exploration.  Other times, I went through my data and took extensive, nearly 
transcription quality, notes for each interview.  I did not directly transcribe each interview 
completely since I was looking at the data more holistically with a goal of identifying themes.  This 
method for analyzing my data worked really well for me.  It was time-consuming to review the 
data but also provided a richer experience beyond “coding” or focusing on the words alone.  I was 
able to listen to the words, study body language (for most participants), and listen for inflection 
and emotion.   
 Since I work with adjunct faculty in my position at a university, using Intuitive Empathic 
Exploration was a helpful tool in separating my research from my work.  That being said, I am the 
same person, so they could never be truly separate.  However, interviewing the participants and 
experiencing the data through the framework of my methodology allowed me to consistently think 




 It is also important to discuss that Intuitive Empathic Exploration was a natural way to 
conduct these interviews and think with my data.  I am uncertain if this would translate to another 
researcher or research project.  However, I am hopeful that it could be useful for others, and I 
would be very interested in seeing how it can be applied to other research projects in the future.   
 The interactions with the participants were interesting and quite deep, especially 
considering we were connecting over technology.  The majority of the participants were extremely 
engaged and maintained focus throughout the interviews.  Because of the use of 
videoconferencing, I was able to get a glimpse into the participants’ homes and lives.  The majority 
of the participants met with me from their homes, so I was able to see home offices, kitchens, and 
living rooms.  I was able to hear or meet several pets (dogs and cats) through the interviews.  I was 
also able to see or meet three spouses and one teenage child.  This increased connection seemed 
to help the conversations be quite personal and comfortable.  Two of the participants displayed 
obvious emotion through the interviews when talking about particularly sensitive topics.   
Conclusion 
 This chapter discussed the results of my research regarding adjunct faculty loyalty.  The 
participants each shared a unique perspective regarding their experiences as adjunct faculty 
members and their reflections on the experience of being loyal or not loyal.  The results reflected 
some common themes with adjunct faculty; however, there were also a number of unique stories 
about adjunct faculty experiences.  Using Intuitive Empathic Exploration provided an opportunity 




CHAPTER FIVE - DISCUSSION & RECOMMENDATIONS 
Introduction 
 In this chapter, I will explore the concept of loyalty for adjunct faculty members and how 
this impacts the adjunct faculty and higher education.  I will look at connections between my 
results and the theories I explored in Chapter Two along with some of the previous research 
conducted on loyalty and related concepts.  Next, I will offer some recommendations for 
supervisors and administrators within higher education.  I will provide some areas of focus and 
recommendations for those who hire, supervise, or support adjunct faculty.  Finally, I will explore 
using a new methodology for research, along with discussion based on my experiences using 
Intuitive Empathic Exploration and how I would recommend it be used in the future.   
The Meaning of Loyalty for Adjunct Faculty 
 Prior to conducting these interviews, I was thinking about organizational loyalty in a couple 
of ways.  First, I expected that loyalty was related to intrinsic, positive feelings towards the 
organization along with an interest in staying connected to the organization.  Second, I saw loyalty 
as an experience of trust and on-going commitment to the organization.  This conceptualization 
was my own based on the research and reading I had done regarding the topics of loyalty and other 
similar topics related to organizational commitment and behavior (Cook & Wall, 1980; Coughlan, 
2005; Cusack, 2009; Eskildsen & Nussler, 2000; Guillon & Cezanne, 2014; Niehoff, Moorman, 
Blakely, & Fuller, 2001; Reichheld, 2001).   
 When conducting these interviews, the reactions to the concept of loyalty were quite 
diverse.  Loyalty seems to fairly consistently point to a two-way commitment between the adjunct 




as though loyalty existed immediately after an adjunct faculty member was hired, it disappeared 
quickly unless a more sustained loyalty was earned, and this was related to trust between the 
adjunct faculty member and the people at the institution.  This idea about loyalty being earned is 
consistent with the work of Reichheld (2001) who describes how trust is an important element in 
the development and maintenance of loyalty.  This commitment is longer-term and may imply an 
increased future relationship between the adjunct faculty member and the institution.   
 When considering my previous working conceptualization of organizational loyalty, I 
realized that I missed the major point about including a two-way commitment.  While the 
institutions typically cannot actually have loyalty to adjunct faculty members due to the nature of 
adjunct faculty work, adjunct faculty members can get this perception based on the relationships 
they have with supervisors or other administrators.  Whether actual loyalty for adjunct faculty 
members exists or not, this perception impacts their own feelings of loyalty.  It appears as though 
many adjunct faculty members begin with loyalty, which could be linked to personality or other 
factors.  However, that loyalty can only be maintained and strengthened with building trust and 
the perception of loyalty in return.   
 After completing this research, I believe my previous understanding of loyalty as it relates 
to adjunct faculty is accurate but incomplete.  Loyalty does include a positive, intrinsic feeling and 
an interest in remaining long-term at an organization.  I would add to this description that loyalty 
also involves a trusting relationship and a perception of loyalty from the organization or the other 
individuals at the organization.   
Importance of Loyalty to Adjunct Faculty 
 It seems to me that loyalty is important, to some degree, for most of the adjunct faculty.  I 




member’s personality, motivations to be an adjunct faculty member, and other factors in their life.  
For example, an adjunct faculty member who only works as an adjunct faculty member may feel 
that loyalty is very important.  On the other hand, an adjunct faculty member who works a full-
time job in their industry and teaches one class at a time may feel that loyalty is less meaningful.  
This tendency is a generalization and does not appear to apply consistently to everyone.  The 
circumstances surrounding an adjunct faculty member’s employment are nearly as unique as each 
adjunct faculty member.  As a result, the importance of loyalty to each adjunct faculty member 
varies greatly and would be challenging to accurately predict based on circumstances and 
personality only.   
 One dynamic that makes this question difficult is that loyalty does not appear to have a 
consistent meaning for all people.  The meanings that do exist also overlap with other concepts 
that also have varying levels of importance for adjunct faculty members.  It is hard to think about 
adjunct faculty loyalty without considering concepts such as job satisfaction, job security, 
commitment, relationships with others, and support within the job.  Even if we were able to 
consistently define loyalty, it could not exist in isolation without considering those other concepts 
at the same time.   
Importance of Adjunct Faculty Loyalty to Higher Education Institutions 
 While many higher education institutions rely on adjunct faculty members to teach, this 
reliance does vary for different institutions (ATF Higher Education, 2010).  As a result, the 
importance of loyalty from adjunct faculty members likely depends on the institution.  In an ideal 
world, I think it should be important and probably is, at least to some extent, for most institutions.  
I think institutions should want and strive for having a loyal adjunct faculty population.  However, 




work needed has a cost associated - time, money, and resources.  Since having adjunct faculty is a 
necessity for most institutions at this point, I would argue that having loyal adjunct faculty is 
important.   
Loyalty Development and Maintenance 
 It seems that, for the most part, loyalty on the part of adjunct faculty members arises fairly 
naturally when starting in the role as an adjunct faculty member.  The adjunct faculty member may 
begin with a feeling of loyalty because of a previous affiliation or affinity for the institution (either 
from an impression in the community, being an alumnus of the university, or having an 
appreciation for the education students receive from the institution).  Good initial relationships 
with colleagues and supervisors can further secure this experience of loyalty.  However, similar to 
how it seems to occur with other types of employees, adjunct faculty members tend to continue to 
be loyal until something happens (or a series of things happen), and once loyalty is lost, it does not 
reappear.   
Lack of Loyalty or Disloyalty 
 Based on my research, it appears that there is a subset of adjunct faculty members who do 
not identify as either loyal or disloyal.  It is unclear if this is simply a difference in terminology or 
a common understanding of the term, but I would like to suggest that there are some adjunct faculty 
members who are satisfied and extremely committed to their work but not necessarily loyal.  While 
I would advocate that loyalty is still a good goal to strive for (as an institution), it is also acceptable 
to have adjunct faculty members who are neither loyal nor disloyal.  In these cases, as long as the 
adjunct faculty member is satisfied and committed, there is nothing inherently wrong.  These 




leave for another opportunity, but those are risks always present with the adjunct faculty model.  
An absence of loyalty does not seem to imply a lack of commitment or any issue with faculty 
quality.  However, the negative feeling that comes with disloyalty could be (and likely is) a 
potential problem.   
Connections to Theory 
Adjunct faculty loyalty and systems theory. 
 Higher education is a big system that is part of the system of society.  Within each 
institution of higher education, there are smaller subsystems.  Adjunct faculty play a part in several 
subsystems within higher education.  They certainly play a role in many courses offered at an 
institution.  They also play a role in different departments and how the people in each department 
relate to one another.  In some cases, one might argue that adjunct faculty are not as much a part 
of that system as full-time faculty.  However, that might vary depending on the institution and the 
proportion of adjunct faculty to full-time (or some other classification) of faculty.   
 Since each subsystem and each aspect of the subsystem has an impact on the greater 
system, when thinking about adjunct faculty, we should always be aware of how they can impact 
the entire institution (Pershing, 2006).  When considering loyalty, if it is determined to be an 
important quality for adjunct faculty, it can be assumed that having or not having loyalty will have 
a great impact at the institution.   
Adjunct faculty loyalty and Herzberg’s two-factor theory and positive psychology. 
 Herzberg’s work focuses on satisfaction and dissatisfaction in the workplace (Herzberg, 




seems as though loyalty and disloyalty are also related to one another in a similar way as 
satisfaction and dissatisfaction.  I would argue that loyalty and disloyalty are also not direct 
opposites.  There are things that happen that seem to lead to loyalty (relationships and the feeling 
that loyalty is reciprocated, for example), and there are other things that could prevent disloyalty 
(the experience of being valued and treated fairly, for example).  However, the lack of loyalty does 
not necessarily mean that disloyalty exists.  In fact, based on this research project, it is possible 
that the lack of loyalty and disloyalty is just as common as having either loyalty or disloyalty.   
 Another similarity between Herzberg’s work and this discussion on adjunct faculty loyalty 
is related to compensation.  According to Sachau (2007), fair compensation does not lead to 
satisfaction, but it can prevent dissatisfaction.  Based on my interviews, it seems as though fair 
compensation for adjunct faculty members does not help build loyalty, but it can help to prevent 
disloyalty.  While compensation came up as a topic in every interview, none of the participants 
implied a link between compensation and loyalty.  It seems as though appropriate compensation 
is a necessity for adjunct faculty members, but it does not have any impact on creating either 
satisfaction or loyalty.   
Adjunct faculty loyalty and organizational commitment. 
 The three-component model of organizational commitment presented by Allen and Meyer 
(1990) contains components that also appear to be related to adjunct faculty loyalty.  For example, 
it seems as though personal characteristics are related to loyalty, just as they are related to 
commitment.  In addition, other things that happen within the organization can impact both 
commitment and loyalty.  Based on conversations with the participants, it is possible that some 
considered loyalty to be the same or very similar to organizational commitment.  Since I did not 




organizational commitment, there is no way to know for sure.  However, these two concepts are 
ones that could be considered in the future.   
Adjunct faculty loyalty and psychological contracts. 
 One thing that appeared to have a role in the adjunct faculty experience was expectations. 
Some of the participants referenced an expectation that they were on a path to a full-time 
opportunity while working (and being loyal) as an adjunct faculty member.  For some of these 
people, they had the perception that this was implied in working with colleagues or supervisors at 
their institution.  They referenced some period of time (months or even years) when  they were 
extremely focused on being loyal, going above and beyond, and doing everything possible to clear 
this path to full-time employment.  At some point in time, for each of these people, something 
happened to change this.  In some cases, they applied for numerous full-time positions only to be 
turned down.  In other cases, nothing became available, and they were given a new message 
(directly or indirectly, explicitly or implied) that full-time opportunities were just not there.  At 
this point, the experience of loyalty tends to change drastically.  It is unclear if this change in 
loyalty impacts the adjunct faculty member’s actual performance, but their feelings towards the 
institutions definitely shift.  In most cases, they continue to work for the institution but the 
enthusiasm to go above and beyond is typically gone.  They appear to have gone from loyal to 
defeated, and it is quite possible that impacts performance even if it is subtle.   
Adjunct faculty loyalty and give and take theory. 
 When considering Grant’s work with givers, takers, and matchers (2013), it seems that 
those who work as adjunct faculty tend towards being givers.  Many of those who appear most 




knowledge, helping students (or future professionals in their industry), and supporting the 
educational system.  Those who are more interested in the extra income, relying on being an 
adjunct faculty member for the income, or using the job as a way to potentially get a full-time job, 
are more focused on what they will get and are less likely to be content or feel loyalty to their 
institution (or students).  Based on conversations with the participants, most people do not quite 
fit either of these extremes, but it does appear as though adjunct faculty loyalty is somewhat 
connected to Grant’s work on givers and takers (2013).  
Adjunct faculty loyalty and Maslow’s hierarchy of needs. 
 Based on conversations with the participants, their experiences of “needs” are absolutely 
consistent with Maslow’s hierarchy of needs.  What is interesting with adjunct faculty is that they 
are potentially fulfilling these needs in different places.  If they have a full-time job and their 
adjunct faculty work is not their primary work, they may have their needs met (or mostly met) at 
their full-time jobs.  That impacts the importance of their needs as adjunct faculty members, though 
it is possible, and unclear in the context of this research, that these “needs” could and should 
preferably be fulfilled in every job a person has, even if a person holds multiple jobs at the same 
time.   
 On the other hand, some adjunct faculty members expressed the importance of nearly every 
level of need based on Stum’s work (2001).  Most of the participants consistently referenced the 
concern over inconsistent work.  This was more of an issue for those participants who were relying 
on their adjunct faculty work to pay the bills.  All of the participants discussed the importance of 
relationships and communication.  The relationships consistently appeared as an important factor 
in loyalty and satisfaction.  In addition, most of the participants wanted the opportunity to learn 




Adjunct faculty loyalty and Hirschman’s Theory. 
Hirschman’s Theory is related to how employees respond to difficult situations in the 
workplace (Hirschman, 2007).  When difficult or dissatisfying situations arise, employees have a 
choice of how they respond.  In the case of adjunct faculty members, if they are dissatisfied, they 
have a choice to leave, try to resolve and better the situation, or just put up with the situation or 
dissatisfaction.  If adjunct faculty members are more loyal, it seems they would be more likely to 
attempt to resolve or better the situation.  However, even if they are more loyal, a difficult situation 
or dissatisfaction may lead to a lack of loyalty even if they choose not to leave the job.   
Connections to Prior Research 
 As I described in Chapter Two, there has been some prior research on the topic of adjunct 
faculty loyalty and related concepts.  However, since this is an area that appears to be meaningful 
due to the large number of adjunct faculty members in higher education and one that has not been 
extensively explored, it was important to look at it further.   
 One recent study was a quantitative study that looked at both job satisfaction and loyalty 
among adjunct faculty in Christian higher education.  One of the weaknesses identified in this 
study was that the quantitative methodology lacked an opportunity to explore the concepts further.  
This researcher did find some factors that contribute to job satisfaction and loyalty that are fairly 
consistent with my themes.  First, the researcher found that there was a strong relationship between 
job satisfaction and loyalty (Couch, 2014).  While I was not explicitly looking at job satisfaction, 
the conversations I had lead me to believe these two things are likely related.  Using a regression 
model, this researcher found the following factors are predictive of loyalty:  recognition, quality 




research, along with the work of Herzberg, I do not agree that compensation is a predictor of 
loyalty (Herzberg, 1968).  It appears as though compensation is important and necessary to prevent 
disloyalty or dissatisfaction but is not a predictor of either satisfaction or loyalty.  However, my 
themes of connections and loyalty to students are likely consistent with the findings in this study 
as they relate to recognition and quality of students (Couch, 2014).  While my findings were not 
specific to the quality of students, it was clear that the participants were committed to the 
relationships they had with students.   
 In another recent study, adjunct faculty loyalty was explored with online nursing faculty.  
This study was qualitative and was based on phenomenology.  One of the themes of this study was 
compensation, which included pay, benefits, and flexibility.  In this study, while the theme of 
compensation is one that appears to be a consideration for the participants, it also does not appear 
to be a strong contributing factor to loyalty (Shannon, 2011).  Another theme in this study was 
related to administrative support.  While connections were not specifically addressed, it, appeared 
as though the administrative support was, at least in part, about having a connection as I found 
with my participants (Shannon, 2011).   
 Himmelberg (2011) conducted another research study regarding nursing adjunct faculty.  
However, in this case, the focus was on novice adjunct faculty members.  One of the major topics 
was regarding the development of relationships.  The researcher found that novice adjunct faculty 
members often felt isolated or separate from the campus community.  She found that the 
development of relationships and having strong support was important to the satisfaction of the 
adjunct faculty members (Himmelberg, 2011).  This is consistent with what the participants in my 




 In another qualitative study, job satisfaction was explored for online adjunct faculty.  While 
job satisfaction and loyalty are not the same, the themes may be similar since the concepts are 
related.  This research also linked compensation with satisfaction, though it is unclear if it is truly 
a predictor of satisfaction.  Additionally, this research talked about the satisfaction that online 
adjunct faculty get from their students and the relationships they have with students (Hensley, 
2015).  While this study does not specifically address the concept of loyalty, the concept is 
mentioned numerous times and appears to be considered another term for satisfaction (Hensley, 
2015).   
 Another recent study looked at adjunct faculty at for-profit institutions.  This study 
considered a variety of aspects of adjunct faculty and their experiences at their institutions, 
including loyalty (Pyram, 2016).  One finding of this study was that participants were generally 
satisfied with their compensation.  This is consistent with what I found with some of my 
participants.  In general, while compensation was not unimportant, it was not generally connected 
with loyalty.  Many of my participants also felt the compensation was acceptable.  In addition, this 
study also identified that adjunct faculty experience loyalty towards their students (Pyram, 2016).  
This is also consistent with what I found in my research.  The adjunct faculty I interviewed care 
deeply about their students, and many stated that their loyalty is with their students.   
The Role of Adjunct Faculty Members 
 It is abundantly clear that adjunct faculty are necessary for higher education.  As discussed 
earlier, adjunct faculty provide more options for varying enrollment and specialized knowledge 
(Charlier & Williams, 2011).  While the cost of adjunct faculty can be much lower, I would 
advocate for providing fair compensation, excellent training, and support for adjunct faculty.  This 




cost required to ensure good conditions for adjunct faculty members is more cost effective than 
the cost of increased turnover among adjunct faculty members and the potential risk to student 
retention and satisfaction.   
 Adjunct faculty need to feel valued in order to experience loyalty.  This experience is not 
tied to compensation although compensation needs to be sufficient.  Instead, adjunct faculty should 
be considered important members of the university community and treated as such.  Adjunct 
faculty members come to an institution with a wealth of knowledge and experience.  Many adjunct 
faculty members could be interested in other contributions to the institution in addition to teaching.   
Recommendations for Academic Leadership at Higher Education Institutions 
 Higher education institutions need to ensure that education is a priority.  While this may 
seem obvious, that is not always the reality.  Many institutions prioritize other activities, like 
research, athletics, or innovation.  If education is a priority, supporting everyone involved with the 
teaching and learning process should also be a priority.  There needs to be the infrastructure, staff, 
and budget to make adjunct faculty compensation and support a priority.   
One participant shared that adjunct teaching, almost by definition, does not require loyalty 
on either side.  That is what the adjunct faculty model is all about.  Other participants reflected 
similar thoughts.  Perhaps institutions and administrators need to pick an adjunct faculty model, 
assuming there are two (which in reality, there are likely many, with these being simplified 
extremes).  On the one hand, there is the “no loyalty” model.  Adjunct faculty are hired on a class-
by-class basis with no expectation of future work.  Adjunct faculty can hop around, teach the 
classes they want, and walk away when they want.  The institution is under no obligation to do 
anything for the adjunct faculty member other than provide the minimum needed for them to teach.  




and money but will result in happier faculty, a more consistent adjunct faculty base, and, arguably, 
more satisfied students.  With this model, adjunct faculty are considered part of the community at 
the institution.  They are invited and included in trainings, meetings, committees, projects, and 
other opportunities.  These activities are compensated with a stipend or other compensation that 
sends the message that their contribution is both welcome and valued.  When possible, adjunct 
faculty have opportunities for longer term contracts or agreements that give them some guarantee 
of work.  Adjunct faculty have dedicated space on campus, resources, and support to be successful 
in their teaching.  They are celebrated in ways that other employees are - whether that be birthday 
recognitions, holiday celebrations, or academic year kick-off barbeques or picnics.  There are 
activities and functions set up to encourage relationships among adjunct faculty and with other 
staff, faculty, and administrators.   
From the perspective of adjunct faculty supervision, oversight, guidance, feedback, and 
“control,” it seems the majority of the participants want to know that they have the support and 
involvement of their administrators.  There are variations of what is preferred with this, though.  
This variation may be partly due to the fact that the participants’ experiences vary greatly without 
knowledge or exposure to all options.  They also want feedback and guidance on their teaching.  I 
did not hear consistent preferences as far as faculty wanting to be given completely developed 
courses or to have the opportunity to build and create their own classes from scratch.  However, 
the participants have had a wide variety of experiences in this area, and many have only 
experienced a limited range of options.  The biggest and most important comment I heard was the 
interest in having support with whatever they need.  This includes technical support, instructional 




Recommendations for Adjunct Faculty Supervisors 
 Those who supervise and work to support adjunct faculty need to identify a system that 
works best for their institution.  While it is important to have processes that support all employees, 
the adjunct faculty population is a little unique due to the nature of their employment (Lyons, 
2007).  All activities should be developed with the intention of hiring, preparing, and supporting 
adjunct faculty with the goal of providing both an excellent learning environment for students and 
a good working environment for the adjunct faculty members.   
 First, I would recommend creating a clear adjunct faculty hiring process.  It is important to 
have a strategy to recruit qualified adjunct faculty members.  In addition, it is important to have a 
strategy for both interviewing and selection criteria.  The interview is often the first opportunity 
for the candidate to interact with the institution.  It is just as important for the institution and 
interviewers to leave the candidate with a good impression as it is for the candidate to impress the 
interviewers.  This is a first opportunity to create loyalty and set expectations for employment.  In 
this research, a few participants referenced getting the sense that becoming an adjunct faculty 
member would lead to full-time employment.  They shared that they got this impression either 
during the interview or in very early conversations with supervisors.  If that is a true plan and 
pathway, that is fine to share.  If it is not, or if it is extremely rare, it is helpful to be up front with 
that information.   
 Once adjunct faculty have been hired, it is helpful to have a robust and supportive 
onboarding process (Lyons, 2007).  Since adjunct faculty are working directly with students, it is 
important to ensure they are prepared to be successful.  This preparation includes providing them 
access to university systems, resources, textbooks, and learning management systems.  It also 




appropriate context for their courses.  Adjunct faculty should understand how their courses fit into 
the curriculum.  They should also have an opportunity to learn about the culture and values of their 
institution.  This onboarding process can be conducted in a number of ways.  There could be online 
training and resources to support face-to-face or synchronous training sessions.  It is important to 
provide opportunities that are convenient and accessible for adjunct faculty who may have a 
number of competing priorities, including other jobs.   
 Institutions need to consider and plan their strategy and process for supporting their adjunct 
faculty.  This would likely be similar to how they support full-time faculty, but there may be 
adjustments based on adjunct faculty employment circumstances (especially if the adjunct faculty 
are 100% remote or spend very limited time on campus).  This support system needs to address 
several different types of needs, including student-related concerns, technology challenges, and 
support to improve instructional strategies.  Ideally, considering the wide variety of questions an 
adjunct faculty member could have, they should have individuals they can contact easily for help 
and support (as opposed to an impersonal call center, helpdesk, etc.).  While they should be 
provided resources and easy-to-access information, they should also have people they can contact 
in order to discuss concerns and questions.   
 While most institutions have processes for evaluating their regular employees and full-time 
faculty members, it appeared from my research that fewer have clear processes for evaluating their 
adjunct faculty members.  Adjunct faculty members should be given clear expectations and 
understand how they will be evaluated.  An evaluation process can include a number of different 
pieces, including self-evaluations, teaching observations, online course audits, and peer 
evaluations.  Ideally, an evaluation process will include a combination of strategies and 




and pathways to adjunct faculty training and development.  This includes opportunities for adjunct 
faculty to learn about the institution and connect with colleagues.  Adjunct faculty should also be 
encouraged to continue to learn about their own field along with learning and developing their 
teaching methods.  There are a number of ways to implement training and development initiatives.  
The institution can offer training opportunities, either online or face-to-face, with incentives for 
adjunct faculty who participate.  The institution can also provide incentives for adjunct faculty 
members who pursue training and development opportunities on their own.  Incentives can include 
stipends or pay increases but there are other methods, as well.  Adjunct faculty members who reach 
certain milestones could be given a different title, opportunities for teaching more classes, or other 
types of incentives.   
 It is also important for institutions to consider what benefits they can offer to their adjunct 
faculty members.  Based on my research, benefits for adjunct faculty can range from health 
insurance and retirement plans to nothing at all.  The financial implications of benefits can become 
unmanageable for some institutions, so it is important to consider what is realistic.  There are 
creative opportunities that can be very inexpensive but meaningful to adjunct faculty members.  
For example, adjunct faculty can be given access to university sporting events, other activities, or 
facilities (perhaps gyms or other workout facilities).  Adjunct faculty can be given tuition grant 
opportunities for themselves or family members.  There could also be institutions that allow 
adjunct faculty to participate in larger benefit packages, including health insurance and retirement 
accounts, even if the cost is different from other full-time staff and faculty.   
 Finally, there are tremendous opportunities for having adjunct faculty involved in an 
institution.  This is something that institutions should consider, and I would recommend providing 




tremendous knowledge and experience, and it is advantageous for institutions to involve them as 
much as possible.  At a minimum, institutions should extend an invitation for adjunct faculty to 
attend meetings, trainings, strategic planning, and other academic-related projects.  If possible, 
there should be a specific strategy for including adjunct faculty and appropriate compensation for 
their time.   
Recommendations for Future Exploration 
 There are many opportunities to further explore the topic of adjunct faculty loyalty and 
other related topics.   
Further exploration of the definition of loyalty, especially as it relates to adjunct faculty, 
could provide some additional clarity.  This could be expanded to an exploration of loyalty in 
higher education, but adjunct faculty should be considered separately since their employment 
situation is different from full-time faculty and other staff and administrators.  It would be helpful 
to replicate my study with a greater number of participants to further identify how adjunct faculty 
relate to the concept of loyalty.  It could also be helpful to consider other concepts related to 
loyalty, such as commitment, trust, and satisfaction.  In my interviews with participants, it was 
clear that every person considers these concepts differently and may even interchange certain 
concepts.  This is not necessarily a problem, but I would be very interested in learning more about 
how adjunct faculty feel about all of these concepts as they relate to their employment and journey 
as adjunct faculty members.   
As part of an expanded study, it would be helpful to look at further exploration of how 
loyalty develops and changes over time.  It would also be useful to consider how different types 
of adjunct faculty members perceive loyalty.  For example, I would be interested in learning more 




and see how that compares with “full-time” adjunct faculty members, those who are using adjunct 
faculty work as a potential stepping stone to full-time faculty work, and those who are intentionally 
teaching part-time in retirement (or while raising children).  While I would anticipate a different 
experience for each of these groups, I am curious to see how consistent the experience is within 
each group.  I would anticipate still seeing a lot of variation, but that may not be the case.   
In higher education, student retention is often an important priority.  This is a factor for 
accreditation and funding opportunities and is an important consideration for marketing and 
admissions.  It could be useful to consider how student retention is impacted by adjunct faculty 
loyalty.  There could be many aspects to this type of research, and it would need to be a larger-
scale study.  It would be helpful to first look at the impact of adjunct faculty (rather than full-time 
faculty) on student retention.  Then, it would be helpful to consider how or if adjunct faculty loyalty 
impacts retention.  In considering this type of research, it is hard to identify what this study would 
even look like, however, I would certainly recommend it to be considered.   
I am also interested in further exploration regarding the ideal conditions for an adjunct 
faculty member.  It is important to consider if all adjunct faculty members even want the same 
things.  There could be variation based on adjunct faculty types and their goals as adjunct faculty 
members.  There could also be variation based on personality and other individual factors for each 
adjunct faculty member.  I would anticipate there being some common practices that would create 
a good environment for adjunct faculty.  However, I would also anticipate a bit of variation.   
Reflections on Creating and Using a New Methodology 
 In this dissertation, I made a decision to develop a new methodology for use in my research.  
I originally did this because I had a clear and specific vision for my research and what was 




months researching different qualitative methodologies.  I learned about several different 
methodologies but I also learned that none of them (even adapted) would work for my research.  I 
briefly considered attempting to conduct general qualitative research without identifying a specific 
methodology.  While this may have been an acceptable option, I did not feel it was appropriate for 
my research.  I wanted to ensure a high-quality study, and I thought it was important to have clearly 
defined plans for my research.   
 As researchers consider future research, especially within the qualitative tradition, I would 
highly recommend using or creating methodology that works for the research questions and/or 
goals.  I would first recommend studying what has already been created because it would be better 
to use an existing methodology but only if it works and fits.  If nothing exists, I believe the 
additional work involved in creating something new is worth the investment to have quality results.  
That being said, there is some risk in developing new methodologies.  There could be 
disagreements among researchers regarding the quality of the results.  However, this risk seems to 
be worth taking.   
Recommendations for Intuitive Empathic Exploration in the Future 
 The criteria I created for Intuitive Empathic Exploration provided a helpful framework for 
my research.  While there was some flexibility, having a defined methodology helped me to be 
consistent in my interview strategy and in my analysis of the data.  I would be interested in seeing 
how other researchers could apply this methodology in the future.   
 While I have shared Intuitive Empathic Exploration with a number of colleagues, I think it 
would be helpful to obtain feedback more broadly from researchers across different disciplines.  




 At this point, I do not see an objective way to determine the success or failure of Intuitive 
Empathic Exploration.  Like many qualitative methodologies, Intuitive Empathic Exploration has 
guidelines and is also created for certain types of research.  It is up to the researcher to apply it and 
determine its effectiveness in their own unique situation.   
 Intuitive Empathic Exploration was developed for the use in one research project, but I also 
created it with the intention that it could apply to other research.  I would recommend this 
methodology for researchers in the fields of business, education, psychology, and other related 
fields.  Intuitive Empathic Exploration is appropriate for researchers interested in rich, qualitative 
data.  It is especially useful for researchers who already have experience (beyond research) in the 
area.  Intuitive Empathic Exploration was created with the intention of allowing researchers to use 
their experience but also provide a consistent framework for considering data.   
Discussion of Intuitive Empathic Exploration Guiding Principles 
 The following guiding principles were developed in advance of this research study.  Now 
that I have implemented the methodology, it is important to reflect on and consider each of the 
guiding principles.  I also hope this feedback is helpful for future researchers.   
1. The researcher is interested in a distinct group of people (sharing culture, experience, or 
characteristic).  
This first guiding principle is fairly straightfoward.  I knew and understood in advance that 
qualitative research often started with a distinct group of people (Creswell, 2013; Maxwell, 
2013).  This is something that is important for future researchers to include when 




2. The researcher wants to understand the experience of this group.  The experience could be 
related to their culture, a shared characteristic, or how they experience something specific 
(a feeling, a type of event, etc.).  
This second principle has to do with the information the researcher is trying to learn.  In 
this case, the data is related to understanding something.  This is similar to the “lived 
experience” concept in phenomenology (Creswell, 2013).  I would recommend that future 
researchers be very clear on their research questions and what they are trying to learn or 
understand.   
3. The researcher thinks through the entire research process with empathy.  As a result, 
research tends to be written from a more personal perspective than is common for other 
research reports.  
This guiding principle is more complicated than the first two.  In hindsight, while it is very 
clear to me, I am still unsure if it is as clear to others as it needs to be.  If I am able to pursue 
future projects with this methodology, I will want to conduct future exploration of this 
guiding principle.  I want to ensure that other researchers understand my intention 
regarding empathy.   
4. Researcher intuition is an important aspect of the process.  While the research is still guided 
by the research questions and existing literature, the researcher is encouraged to use 
personal experience and intuition to guide research decisions.  
This is another guiding principle that is less clear.  My intention is that researchers using 
this methodology have some practical experience as well as researched knowledge of their 
topic.  With practical experience, the researcher is able to use that to think through their 




with research, to justify interview protocol.  It could also include using intuition when 
responding to participants or when including follow-up questions and exploration in the 
interview setting.   
5. The researcher relates to and reacts to the participants intuitively from the perspective of 
empathy.  Researcher interactions could include interviews, focus groups, or other semi-
structured data collection techniques.  The researcher does need to have a planned approach 
that allows for flexibility and adjustments throughout the process. 
6. The research goal/outcome is to understand thoroughly the experience of a distinct group 
of people using thematic analysis.  This thematic analysis can describe the experience along 
with external factors that influence the group’s experience.  
This guiding principle is related to the data analysis and could also use additional 
exploration.  My intention here was to look at data holistically.  Most traditional qualitative 
research relies on “coding” data, though it appears this practice is already evolving with 
other methods becoming more accepted (Saldana, 2016).  While coding has its purposes in 
research, with Intuitive Empathic Exploration, I was interested in including other aspects 
of my data.  I wanted to include emotion and inflection and also look at the words and 
beyond the words shared by participants.  This research goal will need to be practiced with 
additional research to further describe how to best analyze, describe, and share the data. 
7. A secondary goal of the process is to leave the participants with the experience of feeling 
empowered.  This, along with the researcher’s empathic approach, could lead participants 
to act on this in a way that improves their experience going forward. 
This final principle of Intuitive Empathic Exploration was an important one for me.  In my 




being heard.  I was interested in creating a research protocol where the participants were 
left with an experience of being empowered.  This is something that is hard to create and 
is subjective, and the results may not be readily apparent.  However, I would argue that it 
is a good guiding principle and is important for Intuitive Empathic Exploration even if we 
are never certain it has been achieved.  That being said, I would encourage future 
researchers to explore this aspect of Intuitive Empathic Exploration and see if they can 
further develop this principle.   
Conclusion 
 Exploring the concept of adjunct faculty loyalty in higher education is one small piece of 
what is likely a much greater puzzle.  Those of us who work in higher education are committed to 
success for students, and all faculty are critical for that success.  The adjunct faculty experience is 
an important one to consider.  This research is just the tip of the iceberg.  In this chapter, I attempted 
to provide some additional suggestions and opportunities for the future – both in practice and for 
additional research.  I also considered previous research and the connections between my research 
and theory.  Upon completing this dissertation, I am confident that I have extended the body of 
knowledge regarding adjunct faculty and provided a foundation for future research.  It is my hope 










APPENDIX A – EMAIL QUESTIONS 
These questions will be given to participants via email after they agree to participate and prior to 
scheduling the interview. 
1.  Age 
2.  Gender 
3.  Highest degree completed: 
4.  Approximate number of classes and subjects taught?  







APPENDIX B – INTERVIEW QUESTIONS 
These questions will be used as a guide for a semi-structured interview using an online video-
conferencing service. 
1.  Can you describe your educational and professional background? 
2.  What led you to work as an adjunct faculty member? 
3.  Without sharing the names of the institutions, can you describe the different institutions 
where you teach?  [Unless this was discussed in Question #1] 
4.  Tell me a story about a time where you felt loyal to an institution? 
a.  What does it mean to you to be loyal? 
b.  What happened to have you feel this way? 
c.  Do you still feel loyal?  If not, what led to that? 
5.  Tell me a story about a time where you did not feel loyal to an institution?  [This question 
may only apply to participants who have taught multiple places.] 
6.  What does it mean to you to be a loyal adjunct faculty member? 
a.  What could increase your loyalty? 
b.  What could decrease your loyalty? 
7.  Describe the ideal day as an adjunct faculty member.  Describe the environment, the 
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 Higher education is always evolving and striving to be more effective and efficient.  Over 
time, the use of part-time or adjunct faculty members has increased in an effort to achieve that 
goal.  In this dissertation, the concept of adjunct faculty loyalty is explored using Intuitive 
Empathic Exploration which is a newly constructed qualitative methodology.  Intuitive Empathic 
Exploration was created for this research study with the hope that it can be used in future research.  
It draws primarily from the concepts of phenomenology, empathy, intuitive inquiry, and in-depth 
interviewing.  The focus of the research is to consider how adjunct faculty members experience 
loyalty to their institutions and to identify any common themes with adjunct faculty members who 
experience either being loyal or disloyal to their institutions.   
Fourteen adjunct faculty members from across the United States were interviewed in this 
study.  The participants had all worked as adjunct faculty members at one or more institutions, and 
their only affiliation with their institution was as an adjunct faculty member (graduate students and 
full-time employees who also teach for the same institution were excluded).  Throughout these 
interviews, it was found that adjunct faculty consistently feel that loyalty should exist as a two-




participants identified as loyal or having been loyal in the past, some shared that they were satisfied 
and committed with their work as an adjunct faculty member but did not experience being either 
loyal or disloyal.  Other findings include that the participants appreciate connections and a sense 
of belonging at their institutions and that they feel a deep sense of loyalty and caring for their 
students.  Some participants also shared that they experienced a strong loyalty to their discipline 
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